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ABSTRACT
AFRICAN AMERICAN ARMY WOMEN’S JOURNEYS:
A QUESTION OF MENTORING
Renee Rouse, Ed.D.
Department of Counseling, Adult and Higher Education
Northern Illinois University, 2019
Laverne Gyant, Director
This qualitative study examined how mentors aided the career progression of African
American women who held leadership positions in the U.S. Army. It was focused on mentoring
relationships of African American Army women, challenges and successes of their mentoring
experiences, and the effects these mentoring relationships had on their career advancement and
construct of success. The researcher conducted semi-structured interviews with 14 women aged
32 to 64 years old, of varying rank ranging from Sergeant Major to Colonel. The majority enlisted
to assist with their incurred college expenses. At the time of the interviews, the participants were
either on active duty or had recently retired. The data was analyzed for common themes. All the
participants felt that mentoring was needed in the military during the initial phase of one’s career
and in later periods when one becomes a field-grade officer (Major and above). The participants
believed that Army officers support the concept of mentoring, but very few do it because it is too
consuming. This study’s findings support the researcher’s theory that the “right” mentor
can provide guidance, give direction, and offer insight and assistance to career advancement.
This study was also geared toward helping to broaden research on the uniqueness of mentoring
experiences of African American women in leadership positions.
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CHAPTER 1
INTRODUCTION/BACKGROUND
Mentoring in the Army
On July 26, 1948, President Harry S. Truman signed an Executive Order indicating that
“There shall be equality of treatment and opportunity for all persons in the armed services without
regard to race, color, religion or national origin” (Executive Order 9981, 1948). Despite the
military’s commitment to equal opportunity, the Armed Forces have yet to succeed in developing
a continuing stream of leaders who are as diverse as the civilian population.1 Even though the
Army is one of the pioneers that allowed women and minorities equal status and equal pay, equity
challenges still exist around promotion and advancement opportunities for women
and minorities.
According to Army figures, about one in five soldiers are African American, compared
with nearly 27% back in 1985 and 1995 (Zoroya, 2014). The percentage of African American
officers serving in the Army today is approximately 15%. In 2009, approximately half of these
African American soldiers were choosing service support jobs (cooks or maintenance workers),
and 24% served in combat arms positions, which traditionally have been associated with greater

1

http://diversity.defense.gov/Portals/51/Documents/Special%20Feature/MLDC_Final_
Report.pdf (2011)
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advancement through the ranks. In 2013 there were 22% in combat arms and 46% in support
positions (Zoroya, 2014).
The U.S. Army culture is structured in a very hierarchical and authoritative manner.
According to Ellefson (1998), the Army by design is male dominated and is often addressed in
literature as a brotherhood: “The assumption of masculinity is deeply imbedded in the
organizational processes and structures, so much so that they are nearly invisible” (p. 3).
According to the Pentagon’s data as of May 2008, 5.6% of the 923 General Officers were
African American, 8 were three-star Lieutenant Generals, 17 were two-star Major Generals, 26
were one-star Brigadier Generals, and only 3 of the African American one-stars were women
("After 60 Years," 2008). African American women officers are under-represented in the General
Officer ranks (Looney, Kurpius, & Lucart, 2004).
Brigadier General Remo Butler (1998) found that African American officers constituted
about 12% of the officer corps up to the rank of Major, but in the higher ranks, the percentage
decreased by nearly half. General Butler further stated that the opposite is true for White
officers, who generally increase about 10% in the higher ranks.
Women in the Army
Women make up 51% of the population in the United States (U.S. Census Bureau,
2003) and 14.3% of active-duty Army personnel (U.S. Department of Defense, 2005). Many
changes have taken place over the past three decades with regard to women’s role in the military.
In 1975, President Gerald Ford signed Public Law 94-106, which provided greater opportunities
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to women in the Army. This law allowed women to attend the formerly all-male U.S. military
academies (Boyce & Herd, 2003). It also afforded women the opportunity to become officers in
the Army, Navy, and Air Force and to lead men (Devilbiss, 1990). Women began entering and
volunteering in the military in record numbers. According to Titunik (2000), as the number of
women increased in the military, society became aware that women were “becoming essential
rather than ancillary in the armed forces” (p. 229).
Women unofficially have been in the Army since the Revolutionary War. They
participated in the roles of nurses, seamstresses, cooks, spies, and as soldiers by impersonating
the male gender. Apart from nurses, women were not officially in the Army until World War II.
Women were members of the Women’s Army Auxiliary Corps (WAAC); (U.S. Army Women’s
Museum, 2002). Because of World War II and the shortage of available men for the workforce,
women were being hired for jobs that they previously could not obtain. On July 2, 1948,
Congress passed the Women’s Armed Services Integration Act and it was signed into law on
July 12, 1948 (Sherman, 1990). This legislation allowed women eligibility to serve in activeduty military in times of peace as permanent regular and reserve members of the Army, Navy,
Marines, and Air Force. It also set limits on the number of women serving in the armed forces.
Women comprised no more than 2% of the total force in each branch of service and women
officers, excluding nurses, could not exceed 10% of the enlisted women strength. Career
opportunities for women were also limited because women were not allowed to have command
authority over men (Women’s Research and Education Institute, 1998).
President Lyndon B. Johnson signed Public Law 90-130 on November 8, 1967, which
removed the restrictions on the careers of women officers by removing the 2% ceiling on women
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serving as WAACs. It also permitted WAAC officers to be promoted from the rank of Colonel up
through the rank of General Officer (U.S. Army Women’s Museum, 2002). In 1978, Public Law
95-584 abolished the Women’s Army Auxiliary Corps (Fuller, Fowler & Ranville, 2006) and
women were recruited into the Army in greater numbers and integrated into the male Army.
After the Vietnam War, the Department of Defense realized that it had to increase the role
for women in the military (Binkin & Bach, 1977). Women were needed to fill more vacant
positions. Consequently, in 1972, the Army announced that all military occupational specialties
(MOSs) would be open to women except for 48 combat or hazardous-duty positions. Women in
the Army continued to have limited career opportunities compared to men, although this was
beginning to change. A 1994 Department of Defense Directive noted that women were not
allowed into the combat military occupational specialties (Aspin & Dorn, 1994). The federal law
for combat exclusion restricted women “from assignment to units and positions below the
brigade level whose primary mission was to engage in direct combat on the ground” (H.R. 1815,
2005-2006). Serving in combat arms branches such as Infantry, Armor, Special Forces, and most
Field Artillery positions were restricted for women. It wasn’t until December 2015 that all combat
jobs became open to women in the military. Frels (1999) stated, “Only combat arms officers have
been selected to the highest levels of army leadership. The majority of Army General Officer
positions were held by combat arms officers” (p. 18). As women soldiers in the Army increased
from 3.9% in 1974 to 15% in 2005 (U.S. Department of Defense, 2005), it was felt that the
number of women selected and placed into officer and leadership roles in the Army would also
increase, but that is not always the case. In 2016, after three women Army officers graduated
from Ranger School, a grueling infantry leadership course open only to males since it was
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founded in 1952, Defense Secretary Ashton Carter announced that all military combat arms jobs
would be open to women (Cox, 2013).
The Department of the Army (2014) sought to address the disparities of officer
accessions by implementing an action plan. The scope of the plan was based on a study by the
Commission on Officer Diversity (CODA), which was applicable to women. Unfortunately, the
scope is limited due to additional trends that are inadequate because of the lack of proper
documentation. In 2006, LTC Reyes did a year-long fellowship on strategic options for
managing diversity in the U.S. Army. He stated that, with the establishment of CODA,
significant steps toward achieving greater diversity would begin. His near-term strategies were
expected to increase African American officers’ representation in the high-profile careerenhancing jobs. Mentoring played a vital role in the effort to help more African American
officers attain career-enhancing jobs. As a result, the Army tried to provide mentorship in some
capacity. It was Reyes’s belief that for the program to succeed, a formal mentorship program
was required. However, Hardy (2015) questions how serious th e Army is about fostering a
mentoring culture within the ranks.
Although there has been an increase in women soldiers in active-duty Army, women
officers are not being proportionately represented in most senior leadership positions, the
General Officer ranks (Looney et al., 2004). Pinch, MacIntrye, and Okros (2004) also reported an
under-representation of women in most senior ranks in the officer and non-commissioned officer
corps in the modern-day military. DiGuglielmo (2000) stated that female United States Army
officers appear to reach a glass ceiling at the rank of Brigadier General (one-star General).
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However, based on the interviews that were conducted for this study, it is believed that African
American women reach this threshold at the rank of Colonel.
Mentoring has traditionally been associated with the successful careers of military
professionals. Ragins (1989) indicated that women face a lack of upward mobility in many
organizations due to their inability to establish relationships. Ragins expounds by saying that
in many predominantly male environments, women are often stereotyped as lower status and
misidentified in administrative positions. As a result, they find it difficult to assert
themselves and their authority, which often causes them to have a hard time finding mentors
(Ragins, 1989). However, according to the literature, females who develop mentoring
relationships do better in organizations than those who do not.
The word mentoring comes from the Greek word meaning “enduring” and was defined in
antiquity as a sustained relationship between a youth and an adult (Landefeld, 2009). According
to Shea (1997), the word mentor comes from Homer, the Greek poet who wrote the epic poem
The Odyssey. Odysseus, King of Ithaca, goes off to fight in the Trojan War and he entrusts the
“Mentor” to care for his household and serve as a teacher and overseer to his son during his
absence. Odysseus is gone for ten years, and during that time, Athena, Goddess of War, assumes
the form of Mentor to Telemachus, Odysseus’s son. She accompanies him in his quest to find his
father. In The Odyssey, the mentor is an older, wiser, paternal figure acting as a trusted advisor
who cares for and trains Telemachus by sharing knowledge, experiences, and wisdom.
Several different types of relationships involving mentoring activity are based on
important practices in certain cultures and historical eras, such as that of religious master-
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disciple and the long-established trade craftsman-apprenticeship professions (Gay &
Stephenson, 1998). Monaghan and Lunt (1992) agreed that mentoring had its roots in the
apprenticeship system. Metros and Yang (2006) further stated that mentoring today is loosely
modeled on historical craftsmen/apprentice relationships, where young people learn a trade by
shadowing the master.
The apprenticeship program is an extremely effective form of training where a skilled
expert (journeyman) passes on knowledge and skills to learners in the workplace. Mentorship
and apprenticeship are similar in that they are processes where an experienced worker works
with and educates a less experienced worker to help foster skills, development and professional
growth. The mentor shares knowledge, techniques, best practices and experience to provide a
comprehensive hands-on training experience for the apprentice (Monaghan & Lunt, 1992).
According to Dan Rockwell (2011), mentorship is controlled by the mentee and the
apprenticeship process begins with mentors, not the mentee. During mentoring’s inception, it
rarely addressed women and more specifically African American women. Despite the
widespread interest and hopes that mentoring presents about addressing a myriad of problems,
the concept is not well understood within the Army (Martin, Reed, Collins, & Dial, 2002). The
career development literature has seldom focused on the dynamics of mentoring Black women.
Progress has been made in the advancement of women in corporate America as far as
management and upper-level positions. Women are reported to have made substantial strides in
organizational representation with regard to earning power, movement into managerial and
executive-level positions, and increased presence in boardrooms (Catalyst, 1999; U.S.
Department of Labor, Bureau of Labor Statistics, 2014). Women between the ages of 25 and 64
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have increasingly attained higher levels of education among those who are in the labor force (U.S.
Department of Labor, Bureau of Labor Statistics, 2014). The proportion with college degrees has
more than tripled from 1970 to 2012 (U.S. Department of Labor, Bureau of Labor Statistics, 2014).
However, regardless of these accomplishments, substantial strides in organizations do not
necessarily apply to all women in managerial positions, specifically African American wom,en
in management (Bell & Nkomo, 2001; Blake, 1999; Ferdman, 1999).
Participation in mentoring relationships has been a common practice that serves as a
means for senior individuals to mold and guide individuals in growth and progress (Metros et al.,
2006). According to Colley (2005), over the last 20 years mentoring has become an integral part
of both the public and private sectors. The statistics show that access to jobs and promotions in
corporate America and in the U.S. Army continues to remain a significant problem for African
American women.
Definitions of mentoring vary with respect to different hierarchies, intensity, duration and
partnership and according to national and cultural traditions (Daloz, 1986; Gibson, 2004). In
recent years, popular and academic literature explored the benefits that mentoring relationships
can offer to protégés, mentors, and organizations. Having a mentor is said to contribute to career
advancement, higher pay, and greater career satisfaction. Not only does mentoring develop
one’s profession but, according to Wright and Wright (1987), “by not mentoring, we are wasting
talent” (p. 207).
Throughout the years, African American women have evolved and have been nurtured
within the context of their communities and families (Gostnell, 1996). The voices of African
American experiences in America are complex, characterized by the intersection of race,
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gender, and social class (Etter-Lewis, 1993). Consequently, the experiences and life history of
African American women project a different perspective than those of White women or African
American males. The protocols and politics that assist people to get ahead are typically discussed
around the kitchen table when parents are executives, but African American females have not
always had access to those conversations.2 This, combined with the fact that the literature
doesn’t fully address the needs, concerns, and achievements of African American women, the
conventional images and expectations continue to be held by many.
Historically, there has been a scarcity of available mentors for African American women.
Although mentorship is reported as integral to career progression, specific gender and racial
considerations are not consistently addressed in the literature. According to Thomas (1990),
there is a strong need for an examination of qualitative data on the effects of the mentor
relationship with respect to minority groups. A study conducted by Kalbfleisch and Davies
(1993) found that race is significant in mentoring relationships involving African Americans. It
was their conclusion that race is the strongest predictor of pairing in mentor relationships.
If same-race mentoring is as predominant as Kalbfleisch and Davies (1993) propose, then
African American women, who are under-represented in positions of organizational power, may
face several barriers in the progress toward advancement.
In this study I sought to address the unique issues relating to the mentoring experiences
among African American women. My goal was to give voice to African American women in
organizations like the Army who hold leadership positions. As noted previously, the literature

2

http://seas.umich.educ/~meldi/4_mentoring.html

10

indicates that mentoring has been widely used in many organizations and has been
acknowledged as a valuable tool for promotion as well as being beneficial to career success. It
has been recognized that within the dominant male culture, mentoring has been shown as an
important factor in encouraging their success (Blackwell, 1987; Howard-Vital & Morgan, 1993;
Murray, 2001). Most research on mentoring in organizations has been written from the
worldview of the dominant culture: White middle-class males (Parker, 2001). White women’s
values often are considered representative of all women’s values. As a result, the feminine
models of leadership socialization erase the experiences of African American women (Parker,
2001). Based on these hypotheses, I wanted to examine and determine the significance of
mentoring for African American women, specifically African American Army women, in their
quest for career progression. There appears to be a void that exists for African
American women who have been excluded from the mainstream and who aspire to hold senior
positions within the United States Army. Few, if any programs, formal or informal, exist
that specifically focus on mentoring African American women in order for them to advance
their careers, provide connectivity with key individuals, and offer strategies for promotion.
Further, given that the literature on mentoring experiences of African American women is
lacking, the purpose of this study was to determine the role mentoring has played in the
professional development of a select sample of African American women.
Statement of the Problem
Research and several dissertations have been completed on mentoring, but few
studies have looked at mentoring as it relates to African American women in leadership
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positions, and that which is written is dated. Adams (1997) and Wilson (1989) suggested that
very few studies focus on minority women and the positive effects of mentoring for women.
Traditionally, African American women in corporate America, higher education and in senior
ranks in the Army have been silenced within mainstream leadership literature.
Mentoring has historically been a successful ingredient in the careers of military
professionals, minorities, and women (Kingseed, 1990). However, Dreher and Cox (1996)
believed that race and gender represent individual differences and are of considerable importance
when we are attempting to understand opportunity structures in many organizations. Their
argument is that having a mentoring relationship with a White male provides increased access to
influential decision makers. White men have the advantage over women and men of other races
because they are more likely to form developmental relationships with individuals who are like
themselves (Dreher & Cox, 1996).
O’Neil and Blake-Beard (2002) stated, “The limited number of women in senior
management positions has influenced the nature of mentoring research, which may explain the
limitation of research addressing perceived barriers to women in male-dominated fields in
obtaining a mentor for career progression” (p. 54). As noted previously, there is a need to
examine the role that mentors have played or the lack thereof in the career progression of African
American women.
Prior to 2005, mentoring in the Army was informal and no clear mentorship process had
been established (Reyes, 2006). When interviewing officers who were serving during the 1970s,
Kathy Kram (Kram & Isabella, 1985), a professor of organizational behavior at the Boston
University of Management, found that informal mentoring at the time ranged from nonexistent
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to more than adequate (Kendrick, 1998). Based on the study interviews, results showed that
officers who did not have mentors had shorter military careers, while those with mentors
ascended to the higher levels of the field-grade ranks, in some cases achieving the rank
of General Officer (Kendrick, 1998).
Mentoring in the Army is said to be the proactive development of each subordinate
through observing, assessing, coaching, teaching, developmental counseling, and evaluating that
results in people being treated with fairness and equal opportunity (U.S. Department of the Army,
1999). Mentoring is an inclusive process for everyone under the leader’s charge (U.S. Department
of the Army, 1999). This doctrine specifically singles out the senior leader’s responsibilities to
mentor subordinates without specifying the roles and responsibilities of junior officers.
Adams (1997) reported that African American senior officers felt mentoring was helpful
to their career progression in the U.S. Army. Mertz’s (2004) study affirmed Adams’s position,
which further supports Major E. J. Mason (Mason, 1989) that a connection with a high-ranking
influential member in an organization is beneficial for promoting upward mobility. High-ranking
influential members can assist a mentee in overcoming hurdles such as isolation, lack of
creditability, and naiveté about institutional policies. They can provide advice, support and
recognition in developing future leaders (Morrison, 1996). Kram and Isabella (1985) stated that
mentors help their protégés by providing career development functions, which contribute to
protégé personal growth and professional development.
According to Ragins (1989), unlike their male counterparts, women face a lack of upward
mobility in many organizations, due in part to their inability to establish a mentoring
relationship. A mentor is instrumental in helping women overcome gender-related obstacles and
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plays a vital role in providing growth and visibility within an organization (Dreher & Cox,
1996). However, there are very few studies that show the positive effects of mentoring women
in predominantly male-oriented organizations such as the Army. Therefore, it appears that
further research is needed as women assume greater responsibilities within the military.
In 2014, the Department of the Army sought to address the disparities of officer
accessions by implementing an action plan mentoring program (Department of the Army, 2014).
The plan was based on a study by the Commission on Officer Diversity (CODA), which is
applicable to women. The scope was considered limited due to additional trends that were
inadequate because of the lack of proper documentation. No other information was reported
about the plan; however, Colonel White (2009) indicated that a preponderance of this failure
resided in the lack of substance available to the public reflected by the Army Diversity Office
(http://www.army1.army.mil/hr/ado.asp). He further indicated that the Army’s organizational
website has various links that reflect a paucity of information regarding efforts being made to
reach out strategically to the African American community (White, 2009).
Despite the strides and significant gains that have been made by African American
women, they struggle for their voices to be heard. As a result, relevant, current research on
the mentoring experiences of African American women in leadership positions is much needed.
By understanding their mentoring experiences, we will have an idea about why they were
successful, what challenges they faced, and the various networks and support they had
during their careers. This research study will add to the literature on career progression and
leadership of African American women by acknowledging the changing face of corporate
America, in senior ranks in the Army, and in academia.
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Purpose of the Study
African American women continue to remain under-represented as senior leaders in the
U.S. Army. Given the potential importance of mentoring in career progression and upward
mobility, I believe that the subject of mentoring is worthy of further research and study.
The purpose of the study was to focus on the mentoring experiences of African American
women who had careers in the Army and held leadership positions. I examined their mentoring
relationships, how they started the relationship, challenges and successes of their mentoring
experiences, and their perceived effects of these mentoring relationships. The study will add to
the literature by offering a critical examination of the impact that mentoring has had on African
American women.
Research Questions
1) How do African American women define or describe mentoring?
2) How do African American women describe how their mentoring relationship started?
3) Were there barriers/successes in the mentoring process? If so, what were they?
4) Tell me about your mentoring experience as it relates to career progression.
Significance of the Study
Women and minorities possess three common characteristics:
(a) Both groups are considered numerical minorities within societal and
organizational power structures; (b) Both are subject to negative stereotypes and
attributes concerning work-related competencies or aptitudes of fitness for managerial
responsibilities; and (c) Both groups share characteristics (race and gender) of lower
status in this society. (Ibarra, 1993, p. 57)
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African Americans are confronted with negative stereotypes and tokenism, making it
difficult for them to compete successfully (Gordon, 1993). With over one-half of today’s
workforce comprised of women and minorities, the organizational environment will have to
adapt to the uniqueness of African American women mentoring relationships.
Much has been written about the advantages and disadvantages of mentoring in the
workplace. While there are references to mentoring relationships as they relate to race and
gender, very little research focuses on the uniqueness of African American women’s mentoring
experiences. This study is therefore significant because African American women’s underrepresentation in senior ranks, senior executive positions and in higher education makes it
difficult to achieve face-to-face interaction in the same units, brigades, commands, or
institutions of higher education (Brightharp et al., 2005). This study will assist in broadening
mentoring studies on the uniqueness of mentoring experiences of African American women in
leadership positions.
Various theories—specifically, Black feminist thought—provide useful cues for
redressing the disenfranchisement that African American women continue to experience. It was
my intent to give voice to the personal experiences of African American women, which will
help overcome the challenges related to systemic racism that are compounded by the lack of
critical mass. This study investigated how African American women perceive their
mentoring relationship and if it helped in their career advancement, which in turn will
counter some of the difficulties that other African American women face when attempting to
establish mentoring relationships.
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The study examined how a mentor can enhance the professional development and career
advancement of African American women in the Army by addressing the uniqueness of
mentoring relationships of African American women. The goal was to gain an understanding of
how these women navigated these relationships, and what was beneficial about the relationships
aided them in becoming empowered. Lastly, the information gathered from this study will
contribute to the limited body of literature on mentoring relationships of African American
women.
Theoretical Framework: Black Feminist Thought
It was my intention to utilize ideology of Black feminist thought (BFT) as a
conceptualization of African American women in relation to their career advancement and
success while they served in the United States Army. BFT is the lens through which
mentoring as feminist practice is utilized and it represents the voice of African American
women. This construct provided a rich approach to the themes and concepts of Black feminist
ideologies that frame the African American woman’s identity. Introduced by Patricia Hill
Collins (1986, 1999, 2000), BFT defines a form of critical social theory committed to justice for
the collective population of African American women and other oppressed groups. The premise
of BFT focuses on the empowerment of African American women and the assertion of their
voices as central to their experiences while also recognizing and supporting coalitions with other
social justice efforts. Collins posited that the voices of African American women have been
silenced and therefore must be given opportunities to “express a self-defined black woman’s
standpoint” (Collins, 2000, p. 91). Key to understanding the experiences of African American
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women in senior-level positions is to understand the “multiplicative impact” of race and gender
(Collins, 2000, p. 91) and the ways in which these challenges impact their opportunities. It also
represents the voices of African American women.
Collins (2000) affirmed that BFT theory reshapes the consciousness that already
exists in African American women and gives these women another tool of resistance to all forms
of their subordination:
Using the term “black feminism” disrupts the racism inherent in presenting feminism as a
for-whites-only ideology and political movement. Inserting the adjective “black”
challenges the assumed whiteness of feminism and disrupts the false universality of this
term for both white and black women. (Collins, 2001, p. 13)
She further presents BFT theory as an ideology necessary for African American women to
validate their own self-definitions through alternate locations and epistemologies. Being African
American and being female present another set of issues and concerns with which the African
American woman must be concerned.
African American women as a group have experiences that provide a unique angle of
apparition. For example, being African American encompasses experiencing both White
domination and individual and group valuation of an independent long-standing Afrocentric
consciousness (Thompson, 1985). As a result, African American women deal with this ideology
to cope with racial oppression. Scholar bell hooks’s examination of feminism augments another
serious aspect that should be considered when addressing the self-conscious struggle against a
more universal belief of domination:
To me feminism is not simply a struggle to end male chauvinism or a movement to
ensure that women will have equal rights with men; it is a commitment to eradicating
the ideology of domination that permeates Western culture on various levels--sex, race,
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and class to name a few--and a commitment to reorganizing U.S. society so that the selfdevelopment of people can take precedence over imperialism, economic expansion, and
material desires. (hooks, 1981, p. 194)

Based on the above, I conducted a descriptive, interpretive, qualitative study focused on
the experiences of African American women and their mentoring experiences during their
careers in the U.S. Army. Their journey will be framed through the lens of Black feminist
thought. This framework was chosen for several reasons, as Black feminism provides an
understanding of how race, class, and gender intertwine with oppression throughout the lives of
African American women. It consists of ideas that are produced by African American women
that explain a perspective of and for African American women (Collins, 1986). BFT also notes
the similar struggles for advancement African American women share with their male and
Caucasian women colleagues while acknowledging the experiences unique to this demographic
(Collins, 2000).
BFT is distinctive from feminist perspectives in that it acknowledges the effects of race,
gender and class in the lives of African American women. Because African American women
have access to both the Afrocentric and feminist standpoints, an alternative epistemology used to
rearticulate an African American woman’s standpoint reflects elements in both traditions
(Collins, 2000). BFT aims to empower African American women by viewing the occurrences of
their daily lives, which is essential to understanding their perceived and lived experiences in a
society where the interlocking systems of race, class, and gender determine opportunity and
status. BFT rejects negative stereotypes and assumptions about African American women and
seeks to replace this misinformation with authentic knowledge. It provides insight into how and
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why African American women interpret the world as they do. BFT consequently was an
appropriate lens to examine the experiences of African American women in senior-level
leadership within their historical, social, and political contexts.
Collins (2000) maintained that African American women do not identify with the
majority group; therefore, they have different life experiences and views of reality. BFT
encourages African American women to articulate their experiences and create new definitions
about themselves that validate their own standpoints (Collins, 2000). This validation is the key to
bringing about change, which is the intent of this study.
Collins (1986) identified four major themes that characterize BFT: African American
women’s ability to define and value themselves enables them to counter the negative and
controlling images of African American womanhood; they “confront and dismantle the
overarching and interlocking structure of domination in terms of race, class, and gender
oppression” (p. 235). Last is African American women’s ability to blend intellectual thought
and political action. African American women’s cultural heritage equips them with the
knowledge and skills necessary to resist daily discrimination. As hooks (1989) noted,
Even when black women are able to advance professionally and acquire a degree of
economic self-sufficiency, it is in the social realm that racist and gendered stereotypes are
continually used as ways of defining black women’s identity and behavior. (p. 194)
Few, Stephens, and Rouse-Arnette (2003) concurred that Black feminism is rooted in the
integration, validation, and centering of African American women’s unique realities: “Race,
class, and gender represent the three systems of oppression that most heavily affect African
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American women.”3 Black feminism further fosters a fundamental paradigmatic shift of the
thought of oppression that the lack of mentoring opportunities presents and re-conceptualizes the
social relations of domination (control) and resistance. According to the literature, for years
African American women have been neglected when it comes to gaining knowledge through the
mentoring process.
The fact that African American women have worked outside of the home far longer than
we believe or think is one that must be recognized by African American women themselves.
Once African American women found a mentor, the other challenge, as Crenshaw (1991)
asserted, had to do with avoiding the conflicts that have affected their working relationship with
some White men and women (Women’s Memorial, n.d.).
King (1988) indicated:
A black feminist ideology fundamentally challenges the interstructure of the oppressions
of racism, sexism, and classism both in the dormant society and within movements from
liberation. It is in the confrontation with multiple jeopardy that African American
women define and sustain a multiple consciousness essential for our liberation, of which
feminist consciousness is an integral part. (p. 45)
King (1988) noted that BFT ideology is transformative and rooted in African American women’s
reality. The idea of multiple levels of obstacles that African American women face at some
point provides them with the strength they need in the workplace. The mentoring process can
thereby provide the strength to empower others and allow themselves to be mentored by others
who are willing.

3

http://www.hartford-hwp.com/archives/45a/252.htm
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Hunter and Sellers (1998) suggested that Black feminist epistemology is grounded in
intellectual traditions, experiences, and identities of African American women, whose
connections of race and gender are key factors. They observed that because race is a defining
construct in American society and entails ethnicity, shared history, and culture, it represents
exposure to the structural inequality and indignities associated with racial discrimination.
BFT is related to the issues of African American women in leadership positions and the benefits
of mentoring. Neitz (2009) explained that BFT’s standpoint contends that we as researchers
cannot stand somewhere outside of the context and research and produce an unbiased, objective
account; we are in the world and live in relation to everything here. As scholars we must focus
on African American women empowering one another and shaping their own identity through
mentoring one another. These common concepts not only provide additional support for this
research but also lend credibility to the need for African American women’s voices to be at the
center of their transformation through mentoring relationships.
I chose the Black feminist thought framework for several reasons. First, it offers an
understanding of how race, class, and gender intersect throughout the life of African American
women. Next, it consists of ideas and perspectives that are produced by and for African
American women (Collins, 1986). BFT also notes the similar struggles for advancement African
American women share with their male and female Caucasian colleagues and others of color
while acknowledging the experiences unique to this demographic (Collins, 2000).
BFT is distinctive from feminist perspectives in that it acknowledges the effects of race,
gender, and class in the lives of African American women. Because African American women
have access to both the Afrocentric and feminist standpoints, an alternative epistemology that
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rearticulates an African American woman’s standpoint reflects elements in both traditions
(Collins, 2000). BFT aims to empower African American women by viewing the occurrences of
their daily lives, which is essential to understanding their perceived and lived experiences in a
society where the interlocking systems of race, class, and gender determine opportunity and
status. BFT rejects negative stereotypes and assumptions about African American women and
seeks to replace this misinformation with authentic knowledge. It provides insight into how and
why African American women interpret the world as they do. It also encourages active
engagement and passion to guide the research process because a passionate, engaged approach to
research forces the individual to explore the meaning of one’s lived experience and research
training (Lindsay-Dennis, 2015).
BFT facilitates dialogue, accompanied by reflection of ideas or theories generated
throughout this process which may enhance participants’ ability to speak for themselves, name
their own experiences, and make decisions about their mentoring experiences. BFT
consequently was an appropriate lens to examine the experiences of African American women in
senior-level leadership within their historical, social, and political contexts. It also addresses the
research gaps of African American women who are an understudied group in this context.
Key Concepts and Terms
The following definitions will be used for this study:
CommissionedOfficer: Responsible for leading and training enlisted soldiers, planning
missions and organizing the internal and external affairs of the army (http:work.chron.com).
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ConcreteCeiling: Like the term “glass ceiling,” artificial barriers based on attitudinal or
organizational bias that prevent qualified individuals from advancing upward in their
organization into management-level positions, only denser and not as easily shattered (Moore &
Jones, 2001).
GlassCeiling: Barriers faced by women who attempt to obtain a senior-level position (as
well as a higher salary level) in corporations, government, education and nonprofit organizations
(Cutler & Jackson, 2002).
Mentee: Person who is advised, trained, or counseled by a mentor (www.merriamwebster.com/dictionary/).
Mentor: Someone in a position of power who can guide the career of a junior
officer/employee (Bierema, 1996; Mullen, 2000; Thomas, 2001).
Non-CommissionedOfficers: Army soldiers who receive their orders from commissioned
officers and assign tasks to lower ranking enlisted personnel. They have practical
experience dealing with lower ranking enlisted men and women and can translate the officers’
orders into specific instructions to complete the job (http:work.chron.com).
Protégé: A person who is guided and supported by an older and more experienced
influential person (www.merriam-webster.com/dictionary/).
Senior-LevelExecutive: A high-level, non-executive position whose duties are broad and
complex. Typically, these positions include director, vice president, “C” level (Chief – highest
executive in the company) and CEO (Reh, 2016).
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Senior-LevelCommandingOfficer: An officer who typically has over 30 years of
experience and service. This officer commands all operations that fall within his or her
geographical area (military.com).
Chapter Summary
To determine and identify the relevance of mentors to African American Army women in
achieving career advancement, the ideology of BFT was applied to this study to examine the
experiences of these women as they navigate within the Army in pursuit of career advancement.
BFT will spur the examination of African American women’s perception of mentoring and their
multiple identities of being African American and women in the Army.
Research has shown that mentoring relationships are significant determinants in career
success and advancement (Kanter, 1977; Kram, 1985; Thomas, 1990). This study will add to the
literature to identify the perceptions and uniqueness of mentoring relationships of African
American women which specifically enhances career advancement as well as identify the
obstacles that hinder their success.
All the literature reviewed substantiated the positive effects of mentoring relationships on
career progression and the attainment of professional goals. Although the literature advocates
that mentoring is and has always been an important training and development tool for
professionals and leadership development, the literature commonly focuses on White middleclass males who had attained power in their organizational settings. The low representation of
African American women senior-level leaders and women executives offers the potential for
unique mentoring experiences. The lack of literature that focuses on the unique style of

25

mentoring experiences of African American women in senior-level positions makes them worthy
of inquiry. Only through understanding the problem can innovative approaches be developed
and adopted to prepare African American women to fill these executive positions.

CHAPTER 2
LITERATURE REVIEW

The literature review will focus on the various aspects of mentoring, career development,
leadership, challenges, successes and benefits of mentoring for African American women.
Mentoring has been described as an important aspect of organizational socialization and career
development that can positively influence career success. If African American women leaders
generally do not have influential or powerful mentors, what are the implications for their career
development and presence in senior leadership positions? Based on this disparity, this chapter
will review the literature pertaining to African American women in leadership positions. It will
focus on increasing the opportunities and development experiences of African American women
to management and decision-making positions by identifying the practice or the lack thereof in
utilizing mentors to provide career development to positions of greater leadership and authority.
Further, this qualitative study will explore the experiences of African American women leaders as
mentees and the impact of this experience on their careers. Despite the increase in literature on
mentoring, much work remains to be done on the mentoring experiences of African American
women.
Historical Mentoring
Throughout history there are various examples of mentoring relationships. Although the
word “mentor” itself is never used in Scripture, the ideology of mentoring is exhibited in the
Bible (Lifeway Young Adults, 2010). Metros and Yang (2006) noted that throughout history we
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can see that mentoring was used to impart spiritual and personal values or usually an
apprenticeship relationship between two persons or parents. However, the references are
relatively brief and scattered.
Mentoring can be traced back as far as the Bible with women of faith. According to
Mathews (2006), few Christians dispute the wisdom and benefits of mentoring. Titus 2:3-5
specifically targets women’s relationship with one another. Paul encourages the young pastor
Titus to identify qualified older women who could, and should, teach and model godliness to the
younger women in his church body:
Likewise, teach the older women to be reverent in the way they live, not to be slanderers
or addicted to much wine, but to teach what is good. Then they can train the younger
women to love their husbands and children, to be self-controlled and pure, to be busy at
home, to be kind, and to be subject to their husbands, so that no one will malign the word
of God. (http://www.crosswalk.com/faith/spiritual-life/how-christian-women-can-mentorand-be-mentored-1409871.html)
According to Colley (2001), the outcome of mentoring in Homer’s epic is political,
military and sexual domination. Reed (1975) argued that the mentor in Homer’s Odyssey has
made such a poor job of taking care of the household and ward that Athena intervenes. This
reveals the essence of her mentoring: the powerful mentoring the powerful to ensure the
continuation of the nascent patriarchy and the suppression of matrilineal social forms (Colley,
2002).
Shea (1997) stated that history and legend chronicles how mentors helped princes and
kings understand their roles and authority, assisted them in making decisions, and provided them
with knowledge about the culture, people, and issues of the day.
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Today, mentoring continues to be important because of its many benefits, including
career advancement, job satisfaction, and increased pay (Allen, Jacobson & Lomotey, 1995;
Bova, 2000; Ellis, 1992; Johnson & Nelson, 1999). Crawford and Smith (2005) suggested that
mentoring is the development of individuals on both professional and personal levels. They
defined a mentor as one who can “provide” the protégé with opportunities to learn and practice and
to reward him or her so that acquired knowledge, performance and motivation can increase” (p.
64).
Colley (2005) asserted that mentoring appears to continue to operate as an activity
carried out by the powerful on behalf of the powerful, to preserve their dominant social status.
This works not just in favor of certain class interests but also of White males against the
interests of other oppressed groups such as women and ethnic minorities (Bourdieu, 1986).
According to the literature, not only does “everyone who makes it have a mentor”
(Collins & Scott, 1978), but everyone needs a mentor: first-year teachers, potential Fortune 500
CEOs, welfare mothers, employees in need of remedial help, student teachers, newly minted
assistant professors, prospective administrators, women, minorities, and the list goes on
(Anderson & Shannon, 1988; Clutterbuck & Megginson, 1999; Collins, 1983; Crow &
Matthews, 1998; Kanter, 1977; Klaw & Rhodes, 1995; Murrell, Crosby, & Ely, 1999; Muse,
Wasden, & Thomas, 1988; Zey, 1984). The literature also points out that not only does everyone
need a mentor, almost every supportive relationship is mentoring.
Despite the benefits, Darwin (2000) purported, “Traditionally, the mentoring relationship
has been framed in a language of paternalism and dependence and stems from a powerdepended, hierarchical relationship, aimed at maintaining the status quo” (p. 197). Harris (1999)
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stated, “By limiting the examination of mentoring based on one universal definition, the
personal, complex nature of the mentoring experience by under-represented groups such as
African American women, who do not fit into a male-oriented, competitive individualist profile,
will be excluded” (p. 230).
Women and Mentoring
The presence of women has grown and is continuing to grow in the labor force in the
United States. Despite their presence in the workforce, women still face “glass ceilings” that are
difficult or impossible to transcend (McDonald & Hite, 1998). Mentoring has frequently been
published as the way women can overcome barriers to advancement within the workplace.
According to Quinlan (1999), “Women often have different needs and concerns from
their male counterparts…and face a complex, interrelated set of career issues that may be outside
men’s experience” (p. 32). Women find it difficult to reconcile their traditional roles as
caretaker, mother, and nurturer with high career expectations (Rossman, 2000). Since women
feel they cannot successfully navigate both, they often choose family obligations over career
aspirations. Those women who do choose a career often find that work and family obligations
conflict with one another. This leads to conflict between spouses because role expectations are
reversed (Rossman, 2000). Funk (2004) found this conflict is a major source of stress in the
lives of women who had the dual responsibility of family and career. This conflict is further
exacerbated by the time demands at home and work.
Women generally have fewer women as role models and have been mentored less than
men for certain leadership positions (Restine, 1993). Frequently, the areas most difficult for
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women to break into are those with the most influence and power (Shelton & Hadley, 1995).
Shelton and Hadley further indicated that mentors tend to nurture relationships with people like
themselves. As there have traditionally been few women in the executive ranks, even fewer have
been able to gain access to mentoring relationships. Many scholars state that African American
women have fewer mentors, face more isolation, and may be less entrenched in informal
departmental networks (Broome & Fox, 2001; Preston, 2004; Thompson, 2008; Wasburn, 2007).
It is believed that because mentors may unintentionally gravitate toward people like themselves,
under-represented groups like women and minorities may be mentored less frequently and are
less likely to reap the many rewards of mentoring (Bova, 2000).
The LinkedIn Official Blog entitled Infographic: Women and Mentoring in the
U.S. suggests that 1 in every 5 women have never had a mentor because they have never been asked
or they have never encountered someone appropriate to be a mentor, and although most women
(82%) agree that having a mentor is important, they typically rely on their professional network
for assistance. Research further indicates that very few women are in key positions or have
access to the “power” positions in leadership. Gambhir and Washington (2003) reported that not
only do women have problems finding a mentor, but it is also difficult for them to find a mentor
who can help them develop their skill sets, reach their goals, and provide them important
feedback to help them advance in the workplace. Consequently, women are too often found to
have no mentoring relationships within an organization. Literature (Drexler, 2014) suggests that
most women were not given the opportunity to be mentored and did not offer mentoring to
others. It is also noted that for years women have been neglected when it comes to gaining
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knowledge through the mentoring process. In hooks’s essay (2000), “Racism and Feminism,” she
stated the following:
White women did not want to compete with black women for jobs
nor did they want to work alongside black women. As a group,
white women workers wanted to maintain the racial hierarchy that
granted them higher status in the labor force than black women.
Those white workers who supported employment of black women
in unskilled trades felt they should be denied access to skilled
process. (www.womensmemorial.org/Education/timeline.html)
When women are not mentored, it is perceived that there are barriers to career
advancement or promotion. Research conducted by Higgins and Kram (2001) supports
mentoring as being a powerful resource that offers protégées both professional and personal
development. According to Gambhir and Washington (2003), Thomas (2001), and Vertz (1985),
women need a strong network of mentors and sponsors who will take responsibility for guiding
their professional development. Developing mentoring relationships has become common
practice among an increasing number of organizations. Despite this change, however, a high
proportion of women continue to lack mentoring opportunities.
Levinson (1996), in The Seasons of a Woman’s Life, did not find that many of the
mentors in relationships with women helped them to achieve their professional aspirations.
Instead, Levinson found that most adults in the women’s lives were faculty members who served
few mentorial functions. They helped women to decide on specific goals, feel appreciated, and
cope with stressful situations. The few women that he did find with true mentorial relationships
eventually became faculty members, not businesswomen.
The literature in this section suggests that women tend to feel more relaxed with having
women mentors and are more appreciative of these relationships. Mentoring relationships with
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women help to alleviate feelings of exclusion, particularly in male-dominated arenas where it
may be more difficult for women to establish mentoring relationships.
Mentoring and African American Women
To provide a sound framework, one must first define mentoring in the proper context.
Ragins and Scandura (1997) introduced a definition of mentoring as it relates to individuals of
diverse racial, gender, and ethnic differences who were engaged in mentoring relationships.
The “double bind” of being female and African American places African American
women at the confluence of two forms of oppression (Zamani, 2003).
For most of the 1900s a woman was controlled by men, as her father was responsible for
her well-being until she was married off, when the husband would take control of her and her
assets (Parcheta, Kaifi, & Khanfar, 2013). Women were initially excluded from pursuing higher
education, politics, and work. Therefore, when women could attend college and earn wages,
they entered male-dominated arenas and were at a disadvantage. The feminist movement was
formed to support women and help pass laws that would protect them both at work and at school,
but it focused on the needs of Caucasian women. African American women were excluded and
therefore had to create their own voice and movement. Researchers pointed to the lack of
mentoring in the work lives of minority women and suggested that this shortfall tends to limit the
presence of minority women in senior positions (Athey, Avery, & Zemsky, 2000; Bahniuk &
Hill, 1998). The lack of mentoring and the subsequent lack of opportunities and substantive
career movement to the top, beyond the “concrete ceiling,” are said to be barriers for minority
women in U.S. companies (Catalyst, 2004).
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According to Bova (2000), “The experiences and life history of Black women project a
different perspective” (p. 6). Collins (2000) proposed that most African American women
believe that they had similar work and family practices, which led to different career paths and
consciousness of how things worked around them.
Finding a mentor is difficult for African American women; as a result, they seek
alternative sources of support. Munford (1996) examined mentoring experiences among African
American women and found that participants broadened their range of potential mentors to
include friends and relatives, and they perceived having a mentor as important in facilitating
their growth.
Bova’s (2000) exploratory study of mentoring focused specifically on African American
professional women. Participants indicated the significance of mentoring to career advancement
and the difficulties in fostering such relationships in their organizations—particularly given that
100% of them had White mentors. They credited their mentors with making them feel as if
their ideas, presence, and experiences mattered to the organization. Participants in Bova’s
(2000) and Munford’s (1996) studies sought outside resources, such as church and community
organizations, to meet psychosocial needs.
In the article, “How Mentoring Can Help African Americans” (n.d.), Michelle Matthews,
the founder of Atlanta-based Matthews Consulting Group, stated that mentors are “absolutely
imperative” for African Americans. She said that African Americans are not always privy to the
conversations and unwritten rules of corporate America and that a mentor helps maneuver
through all that. She explained that the protocols and politics that help people get ahead are
discussed around the kitchen table when parents are executives. She further stated that African
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Americans sometimes are the first in their families to enter corporate America and have not
always had access to those conversations.
Collins (2000) conversely cited in her book, Black Feminist Thought, that “the political
dimension of oppression has denied African-American women the rights and privileges routinely
extended to White male citizens” (p. 45). She further disclosed:
Taken together, the supposedly seamless web of economy, polity, and ideology function
as a highly effective system of social control designed to keep African American women
in an assigned, subordinate place. Moreover, the historical exclusion means that
stereotypical images of Black women permeated popular culture and public policy. (p.
45)
Valverde (2003) asserted that women and minorities are excluded from positions not because
they lack competence, but rather because they are deviations from the status quo.
African American women have a unique experience that only another African American
woman can relate to. African American women bear the burden of dealing with gender issues as
well as racial issues. African American women experience racism and sexism in education and
at work as they strive to obtain advance degrees and strive to break the glass ceiling in corporate
America (Kaba, 2008). Since finding a mentor is difficult for them, they often seek alternative
sources of support. Munford (1996) examined mentoring experiences among African Americ
women and found that participants broadened their range of potential mentors to include friends
and relatives, and they perceived having a mentor as important in facilitating their growth.
In summary, mentoring appears to be seen differently by African American women.
These women have been discriminated against on multiple levels, specifically racism and
sexism. Mentoring is intended to focus on the professional growth and development of the one
being mentored; it is not meant to judge performance or to penalize shortcomings (Hopper,
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2001). Given that, what tools have been provided for African American women by their
organizations (Army, educational institutions, corporate America) to establish mentoring
relationships that relate to their uniqueness to advance their careers?
Informal Mentoring/Formal Mentoring of African American Women
Historically and traditionally a mentoring relationship has been an informal process. It is
usually a chance relationship based on common goals and interests. The mentor enters a
person’s life at a time when changes are imminent, helps the person through changes and
then either departs or develops a lasting friendship with the person. (Fleming, 1991, p.
32)
Informal mentoring relationships tend to fulfill many of the career and psychosocial
functions of mentoring as identified by Kram (1985). In informal relationships, mentees
experience psychosocial functions such as friendship, encouragement, counseling, listening, and
role modeling. Establishing informal mentoring relationships has typically been more difficult
for women in the workplace (Nemanick, 2000). In turn, African American women often find
alternative forms of mentoring from within their communities.
Formal mentoring relationships were designed and implemented within organizations to
provide opportunities for mentoring between disparate groups to occur, to achieve racial balance
among executives, and to foster workplace learning. In addition to promoting workplace
learning, mentoring programs may help contribute to increased profits for the sponsoring
organization. Daresh and Playko (1990) saw formal mentoring programs as being very effective
in helping both women and minority groups. However, although formal mentoring relationships
were found to be more structured and beneficial, they were viewed as time consuming, process driven,
and in some cases less effective.
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“Despite the best intentions, though, many organizations have failed,” claimed Thomas
(2001, p. 99), whose research on three major corporations showed that formal mentoring
programs have failed to remove barriers to advancement for marginalized groups. Consequently,
formal mentoring programs may not address the individual needs of the protégés but instead
reflect the power and interests inherent within organizations. Mentoring programs may help
improve employee performance, but the interests of the organization may be served at the cost of
employee or human interests (Bierema, 2005; Thomas, 2001). According to the literature, more
research is needed to introduce a useful concept, model, or framework for a formalized
mentoring process.
Who Are Mentors?
Mentors play a variety of roles in an individual’s career. They come in all sizes, foci, and
levels of inclusiveness. Levinson et al. (1978) stated, “The mentor is a mixture of parent and peer.
The primary function of the mentor is to be a transitional figure in a man’s development” (p. 99).
They further defined a mentor as an influential individual who possesses advanced knowledge for
upward mobility for a protégé’s career (Levinson et al., 1978). Ragins and Cotton (1991) provided a
similar definition and stated that a mentor is a high-ranking individual with high-level
knowledge who exerts influence within the organization for support and career development.
Hunt and Michael (1983) stated that mentors pass on (teach) skills, awaken protégés politically, guide,
counsel, cajole or even reprimand them, while at the same time hoping to bask in the successes
of those of their protégés who succeed.
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Clutterbuck and Lane (2004), Daloz (1999), Luecke (2004), and Murray (2001) divided the
role of mentor into four subsidiary roles—sponsor, coach, role model, and counselor—and
attributed the collective functions of these roles to mentoring. Levinson et al. (1978), Luecke
(2004), and McCauley and Van Velsor (2004) considered development roles such as coach and role
model to be constructs distinct from that of a mentor.
Auster (1984), Ragins (1989), Collins (2003), and Schein (1978) believed that mentors
should have three distinct characteristics: power, influence and status. Mentoring is intricately
tied to the protégé’s development of resources for power within and between organizations.
Existing research indicates that the presence of a mentor is associated with power resources
and that protégés report more positional power (Fagenson, 1988), receiving more promotions and
compensation (Dreher & Ash, 1990; Scandura, 1992; Whitely, Dougherty, & Dreher, 1992) than
non-protégés. Mentors help the protégés recognize the importance of developing power resources
with and between organizations and can provide training in political skills and influence
strategies. By providing challenging assignments and placing protégés in visible positions,
mentors can help protégés develop power and obtain visibility within and outside
organizational boundaries (Kanter, 1989). According to Kanter (1977), mentors provide
“reflective power” to their protégés; the mentor’s organizational influence augments the
protégé’s influence, and mentors’ power allows them to provide resources for their protégés
and buffer them from adverse organizational forces (Kanter, 1989).
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Mentoring Success
Among those who have made it are Meg Whitman, Oprah Winfrey, Indra Nooyi, and
Hillary Rodham Clinton, as well as the African American leaders noted above. They are all from
diverse backgrounds, with different education and career experiences. What each of these women
has in common is the role mentoring played in helping them along the way (Women as Mentors, n.d.).
McGlowan-Fellows and Thomas (2004-2005) asserted that there are many reasons why
mentoring is important and timely for African American women. Engaging a diverse and talented
group of African American women could help to resolve any negatively perceived organization issues,
such as gender and race discrimination, as well as the lack of career mobility.
Johnson-Bailey (2001) noted that the factors that contribute to the lack of mentors for African
American women must be addressed: (a) the number of mentors whom African American women
may emulate (based on career aspirations) would need to be increased by increasing the limited
number of executive African American role models/mentors who are currently available; (b) the
lack of mentors for African American women creates the challenge of not being able to break the
glass ceiling; and (c) not being able to break the glass ceiling continues to limit African
American women from achieving career mobility through mentoring and promotions previously
reserved for White men and a few White women.
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Dumas (2001) stated that the career development of African American women is
tremendously important. Howard-Vital and Morgan (1993) indicated that this issue presents
an exceptional challenge to African American women executives who display an interest in
advancing an upward social mobility for both African American women and minorities in the
United States. McGlowan-Fellows and Thomas (2005) explained that mentoring of African
American women will, in many cases, determine if they achieve career mobility and success.
According to Bell (2000), African American women can’t afford to let the adverse
challenges in the workplace deter them from reaching the upper echelons of management.
Moberg and Velasquez (2004) stated that it would be a rarity to study the careers of highly
successful individuals and not find a mentoring presence.
Mentoring and Career Development
Career management involves managing one’s career either within or between
organizations. It includes learning new skills and making improvements to help in one's
career. Career development is an ongoing, lifelong process to help one learn and achieve more
in one’s career. The literature indicates that the presence of mentors is associated with an array
of positive career outcomes. Individuals who have been mentored tend to be satisfied with their
jobs, have more opportunities for advancement and increase in salary, and report more mobility
(Dreher & Ash, 1990; Scandura, 1992) and career satisfaction (Fagenson, 1988). Lepore’s
(2007) research also has shown that mentoring greatly improves overall career progression,
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professional development, and job satisfaction. Further research shows that most presidents had
mentors and that people who had mentors typically earned higher salaries than those who did
not (Koocher, 2006). Mentoring has also been found to have a positive impact on organizational
socialization (Ostroff & Kozlowski, 1993), job satisfaction (Koberg, Boss, Chappell & Ringer,
1994), and reduced turnover intentions (Viator & Scandura, 1991). However, according to other
researchers (Patton & Harper, 2003; Williams, Brewley, Reed, White, & Davis-Haley, 2005),
very little attention has been given to the effects of the mentorship process on African American
women.
Metros and Yang (2006) suggested that corporate America redefine mentoring as a career
development strategy, saying the goal of mentoring is to provide career advice as well as both
professional and personal enrichment. The 1970s and 1980s heralded the corporate incarnation
of mentoring. Ambitious employees were told that if they wanted to climb the ladder of success
within a business they should find themselves at least one mentor to give them advice, support,
and direction (Faure, 2006).
In a study conducted by Morrison (1996), it was concluded that some “in-house” policies
and procedures were restrictive and were barriers to women and minorities. Tharenou (1997)
suggested that women may face more obstacles than men when it comes to career advancement,
and therefore a mentor maybe necessary. Brass (1985) asserted that despite the growing concern
of hiring practices for women and their promotion, they still had not acquired equal status and
influence of their male counterparts. Based on their study comparing 100 upper management
executives, the path women take from the beginning of their careers to the end is totally different
than male executives (Lyness & Thompson, 2000). The women reported lower satisfaction with
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being able to experience future career opportunities than the males, and the strategies employed
for advancement are markedly dissimilar (Lyness & Thompson, 2000).
Mentoring in the workplace is needed to help African American women compete with
Caucasians who may enter the labor market with advantages such as knowledge of strategies to
get ahead and access to networks. Since mentoring is known to promote career development, it
is often used as a career management tool (Allen & Eby, 2004; Phillip & Hendry, 2000).
Despite public policies and initiatives designed to help eliminate past and present
discriminations, biases still exist (U.S. Equal Employment Opportunity Commission, 2007).
Challenges
Phelps’s (1972) theory of statistical discrimination noted that the majority of people
making important promotion decisions are men; therefore, women may have more problems
when signaling their skills as effectively or as frequently as their male peers. Recognizing the
fact their numbers are increasing, they still face many challenges and must constantly provide
themselves with mentors who assist, support, encourage, and help women understand the ins and
outs of leadership and management. Brass’s (1985) research showed that despite the growing
concern of hiring practices for women and their promotions, they still had not acquired the equal
status and influence of their male counterparts. Ragins and Cotton (1991) found in their study
that more women perceived barriers in the mentoring process than men. The upward mobility
for women still remains below and well behind men (Bush, 2005). There is also evidence that
women face different barriers depending upon their level in the organization (Lyness &
Thompson, 2000). It is a struggle for women seeking the top jobs due to many of the high-
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ranking jobs being dominated by men. Therefore, it would appear warranted that women really
do need mentors. Even after women have climbed the career ladder, they still face more barriers
than their male colleagues (Lyness & Thompson, 2000). Athey, Avery, and Zemsky (2000) and
Bahniuk and Hill (1998) point to the lack of mentoring in the work lives of minority women and
suggest that this shortfall tends to limit the presence of minorities in senior positions.
As mentoring is a part of learning more skilled processes, in this research study I aimed
to reveal the barriers to knowledge that women have endured because of their race and gender.
The literature review results presented no studies which addressed women mentoring women or,
more specifically, African American women. Most of the research addressed issues that were
perceived by White women.
Leadership
Researchers have documented, and it is noted throughout this research review, that
women all over the world are under-represented in management positions compared to men.
Many scholars have recognized why more women are not found in leadership roles. According
to Lacey (1999), the under-representation of women and minorities in leadership positions seems
to have caused many organizations to introduce and improve mentoring programs/opportunities
as a natural component of leadership, and the process seems to develop leaders.
Mentoring is an essential leadership skill. In addition to managing and motivating
people, mentoring is also important in helping others learn, grow, and become more effective in
their jobs. Leadership typically is associated with an individual being in a position of authority
and holding power and/or influence within an organization (Ginnett & Curphy, 2002).
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Leadership researchers convey that someone’s traits, skills and/or actions are the most important
determinant of who emerges as a leader (Ginnett & Curphy, 2002). In exploring leadership
roles, generally females represent a lower percentage of leaders. Senior military leadership
positions have historically belonged to men. This dominance of men as leaders is not limited to
the military; it can be found in almost every corporation or educational institution. Considering
the male gender as the forthright leader is well documented in industry, research, and laboratory
settings (Eagly & Karau, 1991; Gibson 2005).
Northouse (2004) describes transactional leadership as a leadership style that
encompasses most leadership models; it is concerned with the leader conducting exchanges with
his or her followers. Transformational leadership transforms followers by challenging them to
ascend beyond their immediate desires and self-interests. It focuses on change and inspiring the
followers to achieve excellence in an organization, which appears to go hand in hand with
mentoring.
Eagly, Johannesen-Schmidt and Van Engen (2003) indicated that most women leaders
utilize a collaborative and nurturing style of leadership: transformational leadership. According
to Eagly et al. (2003), women are more likely than men to inspire, mentor, and creatively
stimulate their followers while leading. “Key features of the transformational style include
empowering and mentally stimulating subordinates: you consider and motivate them first as
individuals and then as a group” (U.S. Department of Army, 1999, p. 17).
The theory of servant leadership is often associated with African American women’s
leadership (Northouse, 2009). According to Northouse (2009), servant leadership is based on the
premise that true transformative healing happens when a leader identifies first as a servant. To

44

accomplish transformative healing, a leader must be willing to demonstrate a form of leadership
that is based on acts of service. Some African American women leadership styles have been
described as equivalent to servitude (Collins, 2009; Southern, 1996). Consequently, roles such
as mentors, mothers, and counselors tend to thrust African American women outside of their
formal administrative positions and results in them being “under-utilized in the intellectual arena
and over-utilized as a caretaker” (Southern, 1996, p. 29).
Scholars Deitch et al. (2003) indicated that Whites often use their privilege to
circumvent, diminish, overrule, and control the actions of African Americans in the workplace.
Even African Americans in positions of leadership are subject to having their authority
undermined. King and Ferguson (2001) suggested the presence of African American women as
leaders in predominantly White organizations is ambiguous in that these roles are beyond the
customary expectations for African American women. Although the number of African
American women leaders in predominantly White organizations is increasing (Catalyst, 2004),
the dilemma remains that socially constructed hierarchies of race, gender, and social class
together may serve to disempower the process of leadership (Collins, 1999).
There are characteristics normally associated with women, such as being people oriented,
that are important in management positions (Marongiu & Ekehammar, 1999). In contrast, the
roles and jobs assigned to women in the workplace are linked with personality traits,
motivational needs, and behavior patterns that are not common among most managers and other
high-ranking positions (Marongiu & Ekehammar, 1999). Because most leadership roles have
been defined as masculine, this presents problems for women advancing their careers (Eagly,
Makhijani, & Klonsky, 1992).
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In the Global Leadership Forecast 2008-2009, human resource professionals and
leaders around the world were asked to respond to surveys about current leadership development
practices in their respective organizations (Howard & Wellins, 2009). The leaders ranged
over four management levels, with mid-level the most typical. The men and women in the
sample were very similar in tenure and age; however, women were much more likely to be in
lower level rather than higher level leadership positions (First level 42% F – 58% M; Mid-level
33% F – 67% M; Senior-level 32% F – 68% M and Executive level 21% F –79% M). There
were no sharp distinctions between the mid-level and senior-level positions. The decreasing
percentage of women at higher management levels persists even though women’s levels of
education and employment in industrialized countries have nearly caught up with men’s. It was
further noted in all major global regions that women were more likely than men to fall off the
management ladder before reaching the top.
Saar (2005) stated that in order for women to advance and to be seen as valuable assets to
an organization they must be more intelligent, stronger, and outshine the men within their
organization. Consequently, women certainly need someone who can mentor them and assist
them up through the ranks.
African American Women Leaders
Women throughout history have been in positions of leadership and have provided
mentorship to others. Women traditionally learned from one another as it pertains to
generational practices such as cooking, cleaning, parenting, and even being a spouse.
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Black female leadership in the United States is a history of their struggles for liberation from
oppression. It is a history of collective struggles to maintain cultural traditions in the Black
community. Collins (2000) asserted that the idea of connectedness is grounded in African
tradition derived from seeking the “type of connections, interactions, and meetings that lead
to harmony” (p. 185).
History has also provided us with some extremely successful stories of courage, strength and
leadership of African American women. The area of achievement for these women is very diverse
and ranges from literature to sports, from politics to art and from military to civil rights activism.
Kropiewnicki and Shapiro (2001) found that women leaders were devoted to careful listening and
committed to creating an optimal setting characterized by reciprocity and cooperation. Decisions
were made in a humanistic, caring and empowering manner that places value on the
needs of people who would be affected by them. Empowerment was often viewed by women as
one of the most valuable components of their leadership (Aburdene & Naisbitt, 1992; Kouzes &
Posner, 1995). A noteworthy collection of African American women leaders was compiled that
includes the following:
Elizabeth Coleman, known also as “Bessie,” was the world’s first African American
female pilot. Born in 1892, Coleman rose to fame in national airshows in Europe and
America. After a tragic series of mechanical errors, she crashed her plane while
performing in Jacksonville, dying immediately at the age of 34. Her legacy has continued
and in 1995 she appeared on US postal stamps and has received a series of posthumous
honors across the country for her pioneering work, energy and passion for aviation.
Maya Angelou is a celebrated poet, author, activist and educator. Her work in literature
has won her critical acclaim both here and abroad. Meanwhile, Angelou has remained at
the forefront of politics and racial empowerment by appearing at inaugurations, rallies
and sharing tales of discrimination and struggle with the world.
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Anna Tibaijuka is the highest ranked African female in the United Nations, heading the
UN-HABITAT program. She is a Swedish-educated, Tanzanian-born leader who fought
for the rights of women living in slums or without homes. Since becoming the Executive
of UN-HABITAT, she has greatly increased its budget and function in the United
Nations.
Orphaned at the age of 7, Madam C.J. Walker overcame all adversity to become
America’s first African American self-made millionaire. She achieved her wealth by
developing a range of haircare products that led her across the country and abroad.
Shirley Chisholm was the first African American woman to be elected to Congress,
winning in New York in 1968 and retiring from office in 1983. She campaigned for the
Democratic presidential nomination in 1972 but is best known for her work on several
Congressional committees throughout her career. A feisty politician, Chisholm has also
been recognized in popular culture and in the political and academic worlds for her
symbolic importance and career achievements.
Karen Bass is currently the U.S. Representative for California’s 33rd congressional
district. She is also the first African American woman to hold the role of Speaker in any
state Assembly. In California, Bass has focused on improving education facilities, health
care and the foster care system. Bass served as chair of the Legislative Black Caucus,
which seeks to better understand California’s African American population and their
needs.
Dorothy Height was a civil rights activist. Among many of Ms. Height’s colleagues were
Dr. Martin Luther King, Jr. and Rosa Parks. Many celebrated her life in recognition of
her ardent selflessness.
Major General Marcia Anderson may have broken glass ceilings when she became the
first African American, female two-star general. Maj. Gen. Marcia Anderson knows
about leadership and diversity in the Army. She is the most senior-ranking African
American woman, a badge she has worn since 2011, when she became the first African
American, female two-star general. (Edwards, 2014)
Networking
According to the Online Business Dictionary, networking is creating a group of
acquaintances and associates and keeping it active through regular communication for mutual
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benefit. It further indicates that networking is based on the question, “How can I help?” and not
“What can I get?”
Wells (2001) believed women are behind in networking that can connect them with
decision makers that could lead to their advancement in the workforce. A study conducted by
Davies-Netzley (1998) found that women in high-ranking corporate positions reported being
excluded from informal networks with male peers. As a result of not being included among key
networks, women felt that their performance suffered, and this was reflected in their performance
evaluations. The study also found that women feel that being isolated from networks limits any
possible future opportunities for growth (Davies-Netzley, 1998).
According to Blanke (2009), men and women network differently. She noted that men
look at who can contribute and help to improve their current career situation, while women tend
to be more difficult in the networking process. In Understanding How Women Network, Blanke
(2009) wrote that women seem to be more indirect while trying to facilitate relationships in the
process. Women focus on the connection, whereas men focus on the moment and what could be
offered. Casserly (2009) asserted that sometimes creating these intimate connections in
networking can backfire. Fisher (2012) stated that the brain structures of men and women are
different and that they network inversely. Vanbrabant (2012) further solidified this idea, stating
that women network differently, forming smaller but closer networks as opposed to men.
Based on the literature, African American women pursue mentoring relationships through
social networks. The external mentoring relationships tend to support their psychosocial
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development. African American women who do establish mentoring relationships experience
career-related benefits and are willing to serve as mentors for others. African American women
develop social relationships and networks through their churches, family structures and
communities.
African American women’s culture provides a context that assists them in seeing the
circumstances shaping race, class, and gender oppression (Collins, 1986). Social relationships
among African American women are important. According to Collins (1986), these
relationships result in “supportive feelings of loyalty and attachment to other women stemming
from shared feelings of oppression” (p. 22). She further stated that sisterhood is present: “In the
comfort of daily conversation, through serious conversations and humor, African American
women as sisters and friends affirm one another’s humanity, specialness and right to exist”
(p.113). Collins (2000) added that “those experiences and ideas shared by African-American
women provide [a] unique angle of vision on self, community, and society and theories that
interpret these experiences” (p. 185).
Coaching
According to the literature, coaching and mentoring seem to be the two most compared
and contrasted learning processes. MacLennan (1999) indicated the roles are worlds apart and
overlapping, depending on which dimensions are compared. MacLennan (1999) described
coaching as a pulling out activity, where the coach is someone to learn with, and mentoring as a
putting in activity, where a mentor is someone available to learn from. He defined coaching as
the process whereby one individual helps another to unlock their natural ability; to perform,
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learn and achieve; to increase awareness of factors which determine performance; to increase
their sense of self responsibility and ownership of their performance; to self-coach; to identify
and remove internal barriers to achievement (MacLennan, 1999). This theory is also supported
by Parsloe and Wray (2004).
Coaching helps individuals define what they want, become aware of unknown options
and choices, develop appropriate strategies, and move toward these outcomes. Mentoring is a
relationship in which the mentor helps the mentee to discover more about him or herself, one's
potential, and one's capacity (hseland.ie [n.d.]). Coaching is an individual approach towards
awareness of one’s natural abilities. Unlike coaching, mentoring allows an individual or
professional to establish a connection with his or her natural gifts or talents. Coaching
“implies results, a change for the better. It builds awareness and responsibility and it removes
the interference so we can perform at our natural best.”
According to Management Mentors (2015), coaching is short term, task oriented, and
performance driven; it focuses on concrete issues; it does not require a design, and the coacher’s
immediate manager is a critical partner in coaching. Holliday (2001) defined coaching as highlevel leadership and further noted that it takes more than leading team members on a court or
troops in the field. Tyler (2004) commented that coaching centers on specific performance
issues or goals. Most coaching is short term; it typically does not last over a year. A coach is a
person you hire to help with a specific issue or goal. Myles Downey (2003) stated, “Effective
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coaching in the workplace delivers achievement, fulfillment and joy from which both an
individual and the organization benefit” (p. 100).
The literature further indicates that there is a debate about whether coaches can mentor
and if mentors can coach. Landsberg (1996) opined that mentoring is a role that includes
coaching, but coaches do not mentor, as they are hired to help with performance issues or
specific skills and do not get involved in softer people issues, career management issues, etc.
(Tyler, 2004).
Glass Ceiling
Congress found that despite a dramatically growing presence in the workplace, women
and minorities remained under-represented in management positions in business due to artificial
barriers (Yeager, 1991). Title 11 of the Civil Rights Act of 1991 enacted a Glass Ceiling Act
which established a Glass Ceiling Commission (Public Law 102-166, Section 202). The purpose
of the Commission was to study:
•

The manners in which businesses fill management and decision-making positions;

•

The developmental and skill-enhancing practices used to foster the necessary
qualification for advancement into such positions;

•

The compensation programs and reward structures currently utilized;

•

The creation of an annual award for excellence in promoting a more diverse
skilled workforce at the management and decision-making levels in business.

In 1995, a study conducted by the Glass Ceiling Commission reaffirmed that barriers for
women persisted and that three to five percent of senior management positions in Fortune 500
companies were filled by women. Of the women who held senior positions, their compensation
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was lower than that of their male counterparts. The commission also noted that women who
were in senior positions were typically in the areas of human resources or research, which were
not part of the usual career pathway to executive positions (U.S. Department of Labor, 1995).
According to LePore (2007), the study focuses on increasing the opportunities and
development of experiences of women and minorities to foster advancement of women and
minorities to management and decision-making positions in business. Cutler and Jackson (2002)
suggested that the glass ceiling symbolizes barriers faced by women in attempts to secure seniorlevel positions and higher salaries. The glass ceiling effect comes in all shapes and sizes and can
be hidden, but most of the signs are very visible and stand out more than others Washington, (2010).
Saar (2005) stated that for women to advance and to be seen as valuable assets to an
organization they must be more intelligent, stronger, and outshine the men within their
organization.
According to Yeager (1991), the glass ceiling is a circumstance that occurs for women
in some organizations, where women can see the next steps in the career ladder but are unable to
progress due to organizational bias against women.
Wages
Since the founding of this country, males have dominated the economic sphere and
denied women access to this world. According to Alexandre (2004), “Males control the
economy and occupy positions of power and status. Women were denied access to power and
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deprived the rights, influence and resources” (p. 1172). Although women make up more than
half of the labor force, the weekly earnings for women of all races are significantly lower and
there is still a need for gender equality in the workplace.
According to the United States Department of Labor Women’s Bureau, in 2013 there
were 127 million working-aged women, and 72.7 million were in the workplace. By 2022, the
number of women in the labor force is expected to increase by at least 5%. The four largest
industries where women are employed include education and health services, wholesale and
and retail trade, professional and business services, and the leisure and hospitality industries
(U.S. Department of Labor, Bureau of Labor Statistics, 2013).
An American College of Healthcare Executives (2006) white paper reported a wage gap
between men and women in leadership positions. While women had attained levels of education
and experience equal to men in 2000, women reported an average annual salary of $84,900
compared to an average salary of $104,300 for men, a wage gap of 19%. In 2005, women on
average earned $107,800 and men earned approximately $131,000. Women earned $23,000 less
than men did (18%). Despite the persistence of this gap, women in healthcare management are
in a better position than women in general business, who in 2005 earned 27% percent less than
men.
The literature review reveals that there is minimal research that speaks to the unique
barriers African American women experience in the workplace, especially in male-dominated
fields. Saldana and Johnson (2008) noted that for African American females, developing a
positive mentoring relationship is key to a successful professional career. They agreed that
mentoring helps African American females cope with the unique barriers in their professional
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and personal lives (Mentoring: A Dialogue, [2008]). Collins (2000) asserted that these barriers
give credence to African American women’s perspectives and experiences and should be
considered.
Mentors may inadvertently stifle the maturation of the protégé by discouraging
autonomous work; the protégé may not develop self-monitoring skills and grow dependent on
the mentor. Given the limited access that women and minorities often have to the most
influential and effective mentors, another potentially destructive aspect of a mentoring system is
the creation of an “old boys’ network.” Women often face external barriers such as having to
manage work and family demands. Often, due to the dual roles that women bear, men have an
edge over women on advancing in the workplace (Tharenou, Latimer, & Conroy, 1994).
According to Lyness and Thompson (2000), women face hardships and barriers in trying
to advance in the workplace due to their limited access to mentors. Researchers indicate that the
limited access to mentors is due to concerns that colleagues would not consider the relationships
appropriate or might misinterpret a mentorship as a sexual advance (Lyness & Thompson, 2000;
Noe, 1988; Ragins & Cotton, 1991).
Women often face external barriers such as having to manage work and family demands.
Often due to the dual roles that they bear, men have an edge on advancing in the workplace
(Tharenou et al., 1994). Research indicates that women in male-dominated roles often receive
negative feedback from society and from their peers (Eagly et al., 1992; Marongiu &
Ekehammar, 1999). This is particularly true about women who occupied high-level positions
who reportednot being able to fit the organization’s culture and felt isolated from certain
networks.
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Women in the workforce are challenged to maintain a balanced life between duties at
home and responsibilities at work. Many women find this difficult to do. There are also
certain rules and practices in organizations that sometimes automatically exclude women
and limit the possibility of advancing into high management-level positions (Marongiu &
Ekehammar, 1999). The research overwhelmingly supports that in the workforce most jobs
are assigned and viewed by gender roles (Bielby & Baron, 1986). As a result, women are
often overlooked due to role conflict and stereotypes. Certain career barriers that women
experience will lie dormant without the help of a mentor.
Chapter Summary
The benefits of being mentored appear to be extensive and highly important in helping
African American women to advance and grow careers, be they military or in civilian
professions. Learning from someone who has worked in a profession longer can help one avoid
making similar mistakes and can assist with finding a faster path toward success. The BFT
framework is used to explain the challenges African American women leaders experience in
predominantly White male-dominated organizations, specifically the challenges presented by
the interactive effects of power and influence with race, gender and social class.
Bahnuiuk and Hill (1998) suggested that mentoring may be just one facet of career
development and advancement, but research proposes that mentoring leads to increased
performance, promotion rate, early career advancement, greater upward mobility, higher income,
greater job satisfaction, enhanced leadership ability, and perceptions of greater success and
influence in an organization. The literature indicates that the presence of mentors is associated
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with an array of positive career outcomes. Individuals who have been mentored tend to be
satisfied with their jobs, have more opportunities for advancement and increase in salary, and
report more mobility (Dreher & Ash, 1990; Scandura, 1992) and career satisfaction (Fagenson,
1988). Lepore’s (2007) research also has shown that mentoring greatly improves overall career
progression, professional development, and job satisfaction. Mentoring has also been found to
have a positive impact on organizational socialization (Ostroff & Kozlowski, 1993), job
satisfaction (Koberg, Boss, Chappell & Ringer, 1994), and reduced turnover (Viator & Scandura,
1991). However, according to other researchers, little attention has been given to the effects of
the mentorship process on African American women.
The growing number of African American women in leadership positions in
predominantly White male-dominated organizations increases the need for explaining the
challenges that the combined effects of race, gender and social class with power and influence
place on the leadership experience, challenges which are not experienced by Caucasians in these
positions. As a result, alternative theoretical paradigms should be considered for a more
inclusive theoretical perspective on mentoring. A generalized approach to mentoring appears to
be problematic for African American women because the socio-cultural realities exist regardless
of the context. The social realities that exist will also restrict African American women in
their role as leaders.

CHAPTER 3
RESEARCH METHODOLOGY
The primary purpose of this descriptive, interpretive, qualitative study was to give voice
to the experiences of African American women and their mentoring experiences during their
careers in the U.S. Army. The researcher explored African American women’s perceptions of
mentorship and its influence on their progression in their career of choice. This chapter
addresses the research design and methodology used to guide the study.
Qualitative Methods
The design of the research study was qualitative in nature. Definitions of qualitative
research have evolved over time, and they continue to maintain this dynamic characteristic.
Consequently, many authors agree on a variety of features that typify qualitative research
(Bogdan & Biklen, 2007; Creswell, 2007; Merriam, 2009). A major feature of qualitative data
analysis, according to Miles and Huberman (1994), is that it focuses on natural, ordinary events
in normal settings so that the researcher can develop forceful conceptualizations of what is
tangible. According to Miles and Huberman (1994), “Qualitative studies share the fullness that
provides strong potential for revealing complexity that is nested in real context that has a ring of
truth that has a strong impact on the reader” (p. 10). The qualitative nature of this study will help
to interpret the influence of mentorship on African American women who served in the U.S.
Army. Miles and Huberman (1994) also note that a qualitative study enables researchers to
determine which events led to certain consequences that clearly explain the outcomes. A
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theoretical model was derived from the interviews of a minimum 15 African American women
who served in the Army who may have participated in a mentor protégé relationship that led to
career advancement/progression. The goal is to relay results of the interviews, surveys and the
influence of mentoring opportunities on their respective career progression.
Other scholars noted that qualitative researchers seek to understand the meaning of the
human experience (Fain, 2004; Vischnevsky & Beanland, 2004). Qualitative research, according
to Bogdan and Biklen (2007) and Creswell (2007), is interpretive or naturalistic. Bogdan and
Biklen (2007), Creswell (2007), and Merriam (2009) concur that the common characteristics of
qualitative research include natural setting, researcher as key instrument, inductive data analysis,
participants’ meanings, rich description, and emergent design.
Research Design
A qualitative research design was chosen for this study; specifically, a basic qualitative
design best conformed to the elements of the study. Qualitative research seeks to understand
the meaning of human experiences (Fain, 2004; Vishnevsky & Beanland, 2004). Qualitative
research has also been referred to as interpretive or naturalistic (Bogdan & Biklen,
2007; Creswell, 2007). This is in contrast to the traditional positivist approach to research.
Rather than determining cause and effect, predicting, or describing the distribution of some
attribute among a population, qualitative researchers are interested in understanding how
people interpret their experiences, how they construct their worlds, and what meaning they
attribute to their experiences (p. 5). Qualitative research, then, is a method to assist in the
understanding of human experiences and how these experiences are constructed to provide
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meaning for human beings. It also depends on rich description in the reporting phase. “Words
and pictures rather than numbers are used to convey what the researcher has learned about a
phenomenon” (Merriam, 2009, p. 16). A comprehensive interpretation is developed and
supported by the participants' own words and experiences. Detail is vital in understanding
qualitative research, and the researcher operates with the assumption that nothing is trivial
(Bogdan & Biklen, 2007). This results in a holistic rather than a reductionist view of human
experiences with a richness of understanding (Creswell, 2007). This design is not strictly
prescribed; rather, it emerges and unfolds as the study evolves. Researchers in qualitative
research are not concerned with creating specific questions to answer or hypotheses to
test.
This study examined the career progression of 14 African American women who served
in the U.S. Army who held leadership positions due to being mentored. It included three
exploratory techniques (Cooper & Schindler, 2008): interviews, questionnaires, and telephone
calls. It also included secondary data, a survey designed for experience, and interviews
interviews that serve as a primary source of data. By conducting one-on-one interviews, I
aspired to minimize bias and avoid any influence based on another participant’s response.
The basic premise of this research effort was to assess the role that mentoring played
in the career progression of African American women and the effect this relationship has on
these women with regard to job satisfaction and commitment.
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Interviews
According to Cooper and Schindler (2008), an individual in-depth interview (IDI) can
take anywhere from 30 minutes if conducted over the phone up to 2 hours for pre-scheduled
face-to-face interviews. I expected the interviews to last between one hour to an hour and a
half for each participant. Qualitative semi-structured interviews allowed for an in-depth look
into the participants’ careers (Cooper & Schindler, 2008). Through the interviews, it was my
aim to reveal the struggles, barriers, and biases encountered as an African American seeking
knowledge within her career field.
Semi-structured in-depth interviews were utilized. Questions were open-ended to explore
the phenomenon from the participant’s perspective. A list of 36 questions relating to the
mentorship was utilized (see Appendix B). According to Merriam (2009), this allows the
researcher to be flexible in adjusting the questions as the interview unfolded. In a directed
interview, the interviewer can change the order, add additional questions, eliminate some
questions, or change the language, if necessary, during the interview (Richardson, 1996). The
literature notes that each interview should consist of three distinct sections: an introductory
phase, the working phase, and the summary phase. Creswell (2002) and Merriam (2009) state
that during the introductory phase an explanation will be tendered as to the purpose of the study,
how the information will be used, that the interview will be recorded and how confidentiality
will be maintained. It was anticipated that follow-up questions may be needed.
Each participant was asked for her consent to participate in the study prior to the
interview. I submitted an IRB request to the university officials asking for permission to

61

perform a qualitative research study prior to contacting all participants. The proposal was
accompanied by a fully executed Institutional Review Board (IRB) application that was
submitted to the university.
Patton (2002) suggested, “A good tape recorder is indispensable to fine fieldwork” (p.
380). Recording the interviews allowed for documentation of participants’ actual words.
Transcribing the interviews in a timely fashion was necessary to ensure the information was
recorded properly. Observations during the interviews were documented through field notes.
Merriam (2009) and Patton (2002) suggested that various details gathered regarding setting,
information about each participant, and interaction between the participant and the researcher be
noted in the analysis.
The primary source of information was collected through the use of unstructured
interviews. Patton (2002) states, “The purpose of interviewing, then, is to allow us to enter
into the other person’s perspective….We interview to find out what is in someone’s mind, to
gather their stories” (p. 341).
Creswell (2007) endorses gathering field data as a participant and observer, methods
utilizing direct contact, and telephone interviews. Field observations and interviews are popular
methods for an ethnographic study.
Sample
Qualitative research usually draws data from small sample sizes that are
selected for their characteristics relevant to the study's purpose. Participants are selected
for what they can contribute to the study's purposes (Coyne, 1997; Patton, 2002). Although
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purposive sampling might be considered to produce bias in a positivist approach, it is the the aim
of a qualitative study (Patton, 2002). Specifically, information-rich cases are sought so that the
most information about a phenomenon can be obtained (Merriam, 2009).
Patton (2002) describes variations of purposeful sampling, each unique but adhering
to the basic aim of choosing participants who can provide the most relevant data for the study's
stated purposes. This study used criterion sampling. In criterion sampling, a list of
characteristics is determined and subjects who meet the criteria are included as participants
(Merriam, 2009; Patton, 2002). Criterion sampling helps to ensure a source of information-rich
data by including those who have experienced the occurrence most closely resembling the aims
of the study.
The literature affirms that purposive sampling might be considered to produce bias in a
positivist approach and is the actual aim of a qualitative study. Patton (2002) states,
“Information-rich cases are those from which one can learn a great deal about issues of central
importance to the purpose of the research, thus the term purposeful” (p. 230). According to
Merriam (2009) and Patton (2002), a minimum number of 15 participants are sought so that
permeation is likely to be achieved.
The study sample included 14 African American women who recently retired or are
presently in the Army, for five years or longer, held leadership positions, were ranked from
Sergeant Major to Colonel, and who may or may not have had mentors that guided them in their
career progression. The participants varied in age from 32 to 64 years. Their academic training
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varied from baccalaureate to doctorate. The participants were recruited using purposeful
sampling. In purposeful sampling, the researcher intentionally selects individuals (Creswell,
2002). Coyne (1997) and Patton (2002) indicate the participants are exclusively selected for
what they can contribute to the study’s purposes.
Research Setting
It was my goal to interview local participants at their residence in a natural and relaxed
relaxed surrounding, which is indicative of a qualitative research design. The residence was
chosen as a setting because I wished to conduct one-on-one interviews for local participants
in a setting where they felt comfortable, were not hesitant to speak, and willingly shared their
ideas. As it turned out, all participants with one exception were interviewed via telephone; the
remaining participant was interviewed in my office at work.
Data Collection
Data collection for this study consisted of interviewing. The participants are the experts
regarding the experiences about the role that mentoring played in their career progression. As
Patton (2002) notes, “The purpose of interviewing … is to allow us to enter into the other
person's perspective. ... We interview to find out what is in and on someone's mind, to gather
their stories” (p. 341).
Semi-structured interviews using an open-ended format were used (see Appendix B). The
semi-structured format allowed me to discover the experiences from the participants’
perspectives and permitted me flexibility in adjusting the questions as necessary as the interview
evolved (Merriam, 2009).
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Each interview consisted of three distinct sections: an introductory phase, the
working phase, and the ending phase. The introduction allowed me to explain the purpose of the
study, how the information would be used, that the interview would be recorded, and how
confidentiality would be maintained (Creswell, 2002; Merriam, 2009). The informed consent
was obtained. The introductory phase contained interview questions that were designed to set the
tone of the encounter and promote comfort in the interviewee (Merriam, 2009). The working
phase included the bulk of the interview and consisted of questions derived from the research
questions and the theoretical framework. The interview concluded with a brief synopsis of what
transpired during the interview, an opportunity for the participant to include additional
information not asked, and a chance to ask questions. Only one physical observation took place
during each interview, which was documented through field notes. Details about the setting and
the participant were recorded. Observations such as the overall mood of the participant and the
interaction between the participant and me were reflected upon and included in the analysis
(Merriam, 2009; Patton, 2002). It was anticipated that follow-up questions might be necessary
after the interview, and I obtained permission from the participants to contact them at a future date.
Data Analysis
Data analysis is more than breaking data apart and reassembling it into meaningful units;
it also involves interpretation of the data (Bogdan & Biklen, 2007). The data analysis and
interpretation processes occur simultaneously in a spiral rather than in a linear manner (Creswell,
2007; Merriam, 2009). Jacelon and O’Dell (2005) liken the process to a Celtic knot pattern in
which “the line of the pattern continually turns back on itself” (p. 218).
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The method of data analysis utilized by Glaser and Strauss (1967) and Merriam (2009),
known as the constant comparative method, was applicable to my qualitative study. Merriam
(2009) summarizes the process as follows: “Data analysis is a complex process that involves
moving back and forth between concrete bits of data and abstract concepts, between inductive
and deductive reasoning, between description and interpretation” (p. 176). The purpose was to
address the research questions of the study.
Open coding began the process. This is a method by which notations are made about the
data that are potentially relevant to the overall research questions (Glaser & Strauss, 1967). The
next step was to review the codes and begin grouping those which were similar or had some
connection to each other. This is referred to as axial coding or analytical coding and involves
interpretation from reflection about the meaning of the codes (Glaser & Strauss, 1967). The
outcome of this process generated classifications or themes until saturation was achieved.
All the interviews were fully transcribed. The interview transcription began the
interpretative process. The oral interviews were transcribed into written text. The transcripts
were prepared verbatim and with no editing. The constant comparative method of coding data
was utilized on each participant’s interview transcript. Interviews and field notes were read
multiple times to immerse myself in the data. The analysis was conducted after the
interviews, which allowed codes and classifications to evolve, which also dictated if a
modification of my interview questions was necessary in subsequent interviews. Flexibility is a
key feature of a qualitative design. The use of multiple methods to collect and analyze the data
assures trustworthiness and credibility of findings (Wolcott, 2008).
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Validity and Reliability
It was my goal for this research study to give a voice to the African American women
who may have advanced in their male-dominated careers due to a mentor. This study focused on
women who either served or are presently in the Army holding leadership positions. Further, it
was noteworthy for me to show how mentorship played a part in their career progression. It was
essential that information relayed was consistent with the reality of each participant during the
interview.
According to Etter-Lewis (1993), all women must tell their own stories in their own
words. For this reason, methods outlined by Lincoln and Guba (1985), Merriam (2009), and
Creswell (2007) were utilized to establish trustworthiness, confirmability, transferability and
validity. Roberts (2006) affirmed that “the research process is transparent so that readers
can trace the decision processes relating to personal orientation and context, theory,
methodology, and analysis throughout the life of the study” (p. 45).
To establish trustworthiness, Lincoln and Guba (1985) posit that a study must establish
credibility (confidence), transferability (show that the findings have applicability in other
contexts), dependability (show that the findings are consistent and could be repeated) and
confirmability (a degree of neutrality—shaped by the respondents and not a biased researcher).
Lincoln and Guba (1985) note that these series of techniques should be used by qualitative
researchers; also, to have consistent engagement throughout the in-depth interviews, there should
be persistent observations during the interviews as well as peer debriefing. Triangulation of
three data sources was used to gain insight through in-depth interviews: review of the
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participants’ tenure with the organization, the positions that they currently hold, and what role a
mentor played in their journeys.
Regardless of which approach was used, quantitative or qualitative, “all research must
undergo critical appraisal” (Hinds, Scandrett-Hibden, & McAulary, 1990, p. 431). It is
imperative that “the research process is transparent so that readers can trace the decision
processes relating to personal orientation and context, theory, methodology, and analysis
throughout the life of the study” (Roberts, 2006, p. 45). To ensure credibility I consulted
with the participants throughout the interview process to verify that my perception of their
experience was in fact how they perceived it to be and that it was captured as told to me. I
reviewed relevant literature as well as documents regarding policies and procedures relating to
promotion. With regard to dependability and confirmability, field notes were available.
Attempts were made to provide a rich description and deliver as much information as possible
about each participant’s experience without compromising confidentiality in order for someone
to further this research.
Research Positionality
The purpose of this section is to position the researcher within the area of inquiry.
Positionality is a qualitative research term used to describe a framework (in this study race,
gender, and class were exploited) that affects how a researcher gathers and accesses data and
how a researcher deals with the knowledge (Merriam, 2009). Monifa (2011) describes
positionality as allowing researchers to clearly state the lens through which they interpret a social
world. It is a process of how researchers critically reflect on the lens through which they
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interpret the phenomenon that is being researched. Important aspects of our identity are markers
of our relational positions and the effects of these aspects on their implications change according
to the context (Monifa, 2011). As the researcher engages each participant, her positionality is
reflected. The information covered in this section provides the researcher’s background and
experiences within the context of dominant cultures in the United States Army.
I am an African American female who has had a lengthy career in the United States
Army. At the culmination of my military career, I had become a Lieutenant Colonel. It was not
an easy undertaking as a female minority navigating my way to that level of service. Through
my experiences I have come to believe that African American women who are officers in the
Army must do better than men to attain success. Given that I had no mentor during this
occupational quest, the questions become, “What if I had a mentor; would my journey have been
easier? Would my career have turned out differently?” During the chronology of my career, I
began to wonder why it appeared that men were mentored more often than women. Was there
truly a glass ceiling?
At that time, I did not realize the benefits or the necessity of having a mentor. I have
since found that mentors can be crucial to women, given the hurdles they often face in the
workplace where there is not a plethora of female superiors to turn to. Working with a mentor
on professional development, career opportunities could have put me on a different track with
regard to long-term career growth which was missing during my military tenure. According to
Colley (2005), over the last 20 years, mentoring has become an integral part of both the public
and the private sectors.
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Limitations
The limitations outlined in this section appear to be relevant as I conducted the study given
the qualitative nature of this research. My findings are not intended to be generalized to other
populations, nor is it my intention for them to be generalized to all African American female
Army leaders. Readers should make their own judgments regarding the utility of my findings and
draw conclusions for their own situation and context. Further, my shared status with the
participants may have prevented me from indiscriminately exposing issues that I was too close to
see or hear. However, the recurrence of themes was evident in the data analysis and suggested a
possible point of permeation in the responses.
Chapter Summary
This chapter was based on literature about qualitative research design in the development
of a methodology to study the research questions related to African American women in the
Army who held leadership positions and the effect of mentors on their career progression. The
research design, sampling, data collection, and data analysis used for this study were described.
The chapter also covered the methods that were used to certify validity and reliability and also
identified my assumptions and biases.

CHAPTER 4
RESULTS

This chapter presents information about each participant’s history in the Army, her formal
education, her experiences with a mentor, and if they resulted in career progression. The sample
population started out consisting of 15 African American women who recently retired or are
presently serving in the Army. After the interviews were conducted, one of the participants was
eliminated because she had never had a mentor and thus did not meet the criteria. The qualifiers
for this study were that the participants had five years or more of seniority, held leadership
positions, were Sergeant Majors or higher, and who had a mentor who guided them in their career
progression. The women varied in age from 32 to 64 years and their academic training was from
baccalaureate to doctorate degrees. The interviews lasted 50 minutes to two-and-one-half hours.
All the participants met the criteria established for inclusion in the study. The intent of the study
was to focus on the mentoring experiences of African American women who had careers in the
Army.
All participants were interviewed telephonically and one participant was interviewed in
my office. Eight of the participants were known to me and the remaining participants were
referred by one of the other participants. All interviews were conducted between August and
September of 2017. It should be noted that I purposely did not use the full names of the
participants, their mentors’ names, and their exact working environment where they worked
or had previously worked so that they could not be identified.
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Summary of Participants
The following section is an introduction to the 14 participants in this study. The sections
include a brief overview of each participant, including her years of experience, rank, military
status (retired/active), educational training, and work history. The women in this study are
unique, yet many of their experiences are similar with regard to economics and the encounters
that shaped their journeys. Historically, there has been a scarcity of available mentors for African
American women in the Army who are in leadership positions as well as in the civilian sector.
The diminished presence of African American females who hold senior ranks limits the
availability of same-race mentors for African American female army officers, which could
possibly decrease opportunities for them to pursue and establish the proper mindset to succeed
as it relates to career progression.
Women often have difficulty in identifying and finding persons to commit to be their
mentor (Ragins & Cotton, 1991). They also find it difficult to find a mentor who can help them
develop their skill sets, reach their goals, and provide them important feedback to help them
advance in the workplace (Gambhir & Washington, 2003). As a result, individuals may prefer
to find their own mentor to guide them in their career development process. This type of
relationship is known as informal mentoring (Ragins & Cotton, 1991). According to Kram
(1985), informal mentoring relations are unstructured; the relationship partners meet as often as
desired or needed over the course of the relations, which usually last between three and six years.
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Informal mentoring relationships are often focused on helping the mentee achieve long-term
career goals (Kram, 1985).
All the participants in this study participated in informal mentoring relationships. It
should be noted that during the interviews some women indicated that they had had formal
mentoring relationships, but this typically related to the mentor’s senior rank and not the actual
mentoring experience. The research supports that informal mentoring offers more overall
benefits than formal mentoring (Noe, 1988; Ragins & Cotton, 1991).
Chana is 46 years old and is a Major (MAJ). A Major in the army is a field-grade military
officer above the rank of Captain and below the rank of Lieutenant Colonel. She started her
career while she was a senior in high school through the delayed entry program. Chana had a few
breaks in service and has approximately 21 years of experience in the medical and health and
science fields. In 2008 she began an active guard reserve (AGR) tour and her present position is
as an Assistant Operations Officer. An AGR soldier serves full time and enjoys the same benefits
as an active-duty soldier. Every officer in the army is a leader. Chana’s present position is very
demanding and requires a lot of time commitment. Military leadership thrives on excessive
micromanagement, control and attention to detail. As a result, a substantial amount of your
personal time is sacrificed.
Caroline is 64 years old and is a retired Lieutenant Colonel (LTC). A Lieutenant Colonel
is also considered to be a field-grade military officer just above the rank of Major and just below
the rank of Colonel. She began her career in the Women’s Army Corps (WAC), which was a
women’s branch of the United States Army. It was created as an auxiliary unit and in May of
1942 it was converted to an active-duty status in the Army. Caroline had 33 years of experience
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when she retired in 2010. Most of her career she served in the Adjutant General’s Corp, a
combat service support branch of the Army. She provided personnel and administration support
that affects soldiers’ overall welfare and well-being while assisting commanders by accounting
for and keeping soldiers combat ready.
Jackie is 53 years old, retired as a Sergeant Major (SGM) from the Army Reserves. A
Sergeant Major refers to both military rank and a personnel slot, or position. It is a senior noncommissioned rank and is the highest enlisted rank in the Army. A Sergeant Major assists
officers in a battalion-sized force (300-1,000 soldiers) and can lead soldiers and junior officers
placed directly under her command. Jackie has 29 years of experience; she was enlisted and
worked her way up to the rank of Sergeant Major.
Dominic is 56 years old and retired from active duty as a Colonel. A Colonel is above a
Lieutenant Colonel and below a Brigadier General. She has 21 years of experience and retired in
2014. Her specialty was in transportation. Due to the Army’s growing need for logisticians, in
2008 they unified ordnance, quartermaster, and transportation officers into one combined branch.
Logisticians are trained and experienced in supply, maintenance, and transportation and are
considered multifunctional but are required to have one functional area of expertise.
Leslie is 53 years old and was anticipating retiring from active duty when she was
interviewed. If she pursued this course of action, she would retire as a Lieutenant Colonel and
didn’t appear to be giving much thought to making Colonel. She seemed ready to secure her
new journey in life. She has over 20 years of experience in the chemical arena. She is presently
a Commandant of a military academy, which allows her to teach, mold, and shape many officers.
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I found it interesting as I interviewed a few of the other officers without Leslie’s knowledge that
at one time or another she had been a mentor to them.
Robin is 49 years old and began her AGR tour when she was a Major. She has 23 years
of experience, is a Lieutenant Colonel, and her specialty is in administration. Although she has
worked predominantly in management positions she has worked at various levels (i.e., company
level, division level and brigade level). When she was interviewed she was trying to determine if
she was going to stay in the military and attend War College or retire. Typically, to get
promoted to Colonel one must have at least 16 years of service and have been in their current
rank for a minimum of three years. However, only 70% of those qualified make it to Colonel.
If Robin were to attend War College and pass, it would put her in a better position to make
Colonel.
Stanlea is a 50-year-old Lieutenant Colonel who has served in the Army Reserves all her
career. Her specialty is military police and she has been on individual ready reserves (IRR)
status for many years. An IRR soldier has previously been trained and may be called upon, if
needed, to replace soldiers in active duty and Army Reserve units. They are required to provide
their commander with their current contact information, attend duty when ordered, complete an
annual screening which includes a physical fitness test and a weigh-in, and they may also be
involuntarily mobilized in time of war. She has 28 years of experience. According to Stanlea
when she was interviewed, her mandatory removal date is in December 2018. Lieutenant
Colonels who are not on a promotion list for Colonel after 28 years must retire.
Mitzi is a 52-year-old retired Army Reserve Sergeant Major. She has 28 years of
experience and secured the highest rank of a non-commissioned officer. This rank and position
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is the most senior enlisted member of the Army except for Command Sergeant Major or Sergeant
Major of the Army. Her specialty was in administration, and prior to retiring she was mobilized
and worked in the army clinic.
Pam is a 51-year-old retired active-duty Command Sergeant Major. She retired in 2014
and her specialty was first medical and—later in her career—military police. She had 28 years
of experience. Pam accomplished and achieved a lot of recognition for things that were not
considered the norm for females: she became a member of the Sergeant Morales Club; she
earned the rank of Command Sergeant Major, which is the senior enlisted advisor to the
commander officer; she won Non-Commissioned Officer of the Year; and she did work that was
typically done by a Major.
Cathy is a 48-year-old AGR Major. She entered the military in 1991 and was accepted in
the AGR program in 1995. She states that her mandatory removal date is not until 2029, but she
says she may retire in 2025 if not sooner. It is her intent to receive 75% of her salary when she
retires. According to Cathy, she had a rough four years when she initially got into the military.
She had no one who provided her support other than a Warrant Officer who was instrumental in
her becoming an officer. She has 27 years of experience, but she has held a leadership position
since 1995.
India is a 32-year-old AGR Captain. A Captain is a company-grade officer. It ranks
above a First Lieutenant and below a Major. A Captain serves as a battalion or brigade staff
officer and usually it is during this time when one secures the position of company commander.
India has six years of experience and she is a chemical officer. A chemical officer defends
against the threat of nuclear, biological, and chemical weapons and weapons of mass destruction.
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Leslie 2 is a 47-year-old AGR Captain. She was initially enlisted, served one tour, got
out to wed and to secure her bachelor’s and master’s degrees. She obtained an age waiver and
returned to the Army in 2007. She received her direct commission as a Lieutenant in 2010. Her
experience is working in human resources as an adjutant general, an administrative officer. It
should be noted that Leslie 2’s sister is also an army officer but will be retiring soon.
Sandra is a 60-year-old retired Army Reserve Colonel. She served 28 years and worked
in the medical field most of her career; she was a civil affairs officer when she retired. The
Medical Corps in the Army is a non-combat specialty branch. Medical officers are usually
responsible for the overall health of soldiers and provide healthcare to others who are eligible to
receive care. They are not required to participate in Basic Combat Training. They attend an
Officer Basic Leadership course.
Arthurine is a 61-year-old retired Army Reserve Lieutenant Colonel. She has
approximately 20 years of experience. However, she states that she cannot be certain because
her retirement paperwork has not been finalized, but she has been inactive for the past two years.
Her specialty was working with the Army’s post office because it complemented her civilian
employment. She later reclassified as a Civil Affairs Officer. A Civil Affairs Officer develops,
plans, coordinates, commands, controls and evaluates strategic operation policies. She was
hesitant to be classified in this field because it was something new and most of the officers that
she would be working with were lawyers.
Analysis of Demographics
The participants were between the ages of 32 and 64 and the selection criteria included:
(1) African American women who recently retired or are presently in the Army, (2) served for
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five years or longer, (3) held senior leadership positions, (4) ranked between Sergeant Major and
Colonel, and (4) had mentors that may have guided them in their career progression. Their
academic training ranged from baccalaureate to doctorate. All participants were recruited using
criterion and purposeful sampling.
Emergent Themes of the Study
There are relatively very few published studies of mentoring prevalence and outcomes on
military organizations, and even less that address the mentoring experiences of African
American female Army officers and leaders. Although women are making major strides in
securing rank, they continue to be second to men in leadership roles. Despite some advancement
among women, many barriers still prevent women from equal opportunity. According to Cutler
and Jackson (2002), advancement continues to be a challenge for women due to the lack of
support from organizational culture. One of the most common challenges for women is the lack
of role models and mentors (Lyness & Thompson, 2000). Other challenges are certain policies
and practices that favor men, which limit training opportunities for women. As a result, women
continue to have difficulty gaining valuable experience that is often necessary to advance in the
workplace (DiNatala & Boraas, 2002). If African American women receive equal professional
development and gain access to effective mentors, they are better able to acquire new skill sets
and talents needed for advancement.
As I compared and cross-referenced the participants’ responses, the chronicles started to
form into stories about the women in the study. The themes that emerged connected and
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produced a comprehensive depiction of the journey that each of the participants took. The truths
that they shared about their journeys appeared to support the social and cultural conditions that
were covered in the black feminist thought theoretical framework. After much reflection and
consideration with the interview data, as a researcher I made decisions regarding what to include
and what was meaningful to the goals of this study. There were themes and subthemes;
however, nine noticeable themes emerged:
•

Definitions of mentoring

•

Qualities of a mentor

•

Informal mentoring

•

Developing trusting relations

•

Thoughts on African American mentors

•

Opinions on African American women in the Army

•

Opinions on White males in the Army and as mentors

•

Barriers

•

Army’s mentoring experience

The narratives of each participant can be found in Appendix C to show how the above themes
were compiled.
Chapter Summary
This chapter has outlined the study’s findings based on telephone and one in-person
interview with 14 African American Army women who had held or were holding leadership

79

roles. The participants shared information about how their careers were affected by mentors or
the lack thereof and how these experiences affected their career progression.
In our discussions about mentoring, the professional and personal meaning of their lives
and their discourse are seen from their perspectives as African American women in a maledominated, predominantly White culture. All the participants had informal mentoring
relationships by definition, even though they were often described as formal. The formal
relationships were referred to as such because the mentor was typically senior in rank to the
mentee. The participants shared their thoughts about mentoring, its importance to their growth
and progression to their careers as army officers and as senior non-commissioned officers, and
the lack and need of mentoring opportunities were discussed in detail for the Army.
In almost every instance, one underlining theme regarding formative critical life events of
these participants was that they joined the Army as a means for them to obtain their educational
endeavors or a way out of their existing lifestyles. The Army covered their financial obligations
for school and it afforded them the niceties of life, but at the cost of being up every day at 5:00
a.m., with the sometimes-overwhelming responsibility of being a leader and missing out or
having to make the choice between family life and the Army.
The data collected from the interviews indicated that mentors played a significant role in
the participants’ career development and progression. They also appeared to prefer African
American role models but did not completely count out White male mentors. I found it
interesting that White female mentors were never discussed or mentioned. The participants who
had mentors who played an integral role cared about their growth and career progression and
consistently persuaded them to exceed performance expectations. They were encouraged and
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motivated to seek out challenging, visible assignments and strive for excellence. As a result, it
enhanced self-efficacy, their self-esteem, job satisfaction and greater career gratification. As
Saar (2005) noted, for women to advance and to be valuable assets to an organization they must
be more intelligent, stronger, and outshine the men within their organization. The participants
who didn’t have the “right” or a consistent “hands-on” mentor appeared to encounter more
internal and external barriers. They seemed to have faced more hardships in the workplace due to
lack of support. The pain and anger that they felt was expressed continually as they retold the
stories of their journeys.
Mentors in most cases were considered to have served as a career influencer and played
an influential role in their career progression. The participants in this study shared personal
stories related to mentors whom they had encountered through the military journey. Their mentors
gave excellent feedback, honest advice and opened doors that might otherwise have stayed shut.
For the participants who did not feel this way, their thoughts were that, had they had the “right”
mentor, that person would have provided the same tutelage and support.
According to Kathy Kram (1983), there are two basic types of roles that a mentor
performs: (1) career functions and (2) psychosocial functions. She stated that career functions
are those that enhance career advancement through sponsorship, exposure and visibility,
coaching, protection, and challenging work assignments. Psychosocial functions are those that
enhance the protégé’s sense of professional competence, identity, and effectiveness (Kram,
1983).
Traits of an ideal mentor help the protégée to reach her full potential. Collins (1983)
believed (which were synonymous with the participants’ responses) that a good mentor should
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be able to listen patiently, build a relationship with the protégée, nurture self-sufficiency, establish
protected time, share him- or herself, and be constructive. The one characteristic that Collins left
out that was consistently stressed by the participants was their ability to trust the mentor.
The participants all appeared to feel that mentoring relationships can significantly affect
an individual’s career development and advancement. They all didn’t necessarily achieve a
mentoring relationship in the traditional sense in that in most situations the mentor holds a senior
position to the mentee. There were a couple of situations where the participant was mentored by
a lower ranking mentor. Despite the rank, the mentor appeared to have more experience than the
mentee. Dreher and Cox (1996) said that the formation of a mentoring relationship has a
positive effect on the protégé, and mentorship is related to advancement, organizational
influence, salary attainment, and satisfaction with salary and benefits.
The participants appeared to prefer African American mentors but did not completely
count out White male mentors. I found it interesting that White female mentors were never
discussed or mentioned. The participants’ mentors who played an integral role cared about
their growth and career progression; consistently persuaded them to exceed performance
expectations; encouraged and motivated them to seek out challenging, visible assignments; and
strive for excellence. As a result, it enhanced self-efficacy, their self-esteem, job satisfaction and
greater career gratification.
Saar (2005) noted that for women to advance and to be valuable assets to an organization
they must be more intelligent, stronger, and outshine the men within their organization. The
participants who didn’t have the “right” or had an inconsistent “hands-on” mentor appeared to
encounter more internal and external barriers. They seemed to have faced more hardships in the
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workplace due to lack of support. The pain and anger that they felt was expressed continually as
they retold the stories of their journeys.
The U.S. Army is structured in a very hierarchical and authoritative manner. Ellefson
(1998) stated that the Army by design is male-dominated and is often addressed in the literature
as a brotherhood: “The assumptions of masculinity are deeply embedded in the organizational
processes and structures, so much so that they are nearly invisible” (p. 3). Therefore, it promotes
a culture that focuses on masculinity, authority, and making command decisions. As a result,
women—specifically African American women—have limited career opportunities compared to
men. Most of the participants preferred to be mentored by someone that looked like them and
who had had similar experiences. However, it should be noted that many of the participants
were guilty of hidden racism and sexism against other African American women.
One of the barriers that seemed to come through during the interviews was many of the
participants lacked organizational savvy and didn’t know how to play the game. At times they
were more willing to take the easy way out. Often, they stated that they picked a particular
specialty such as administration so that they would not have to compete against White males.
Some appeared to lack confidence in their skills and others appeared to be over-aggressive.
According to Professor Cascio (2016), African American women often find themselves
excluded from mentoring relationships because mentoring is frequently based on friendship,
admiration, and nurturing, which are developed outside the 9-to-5 workday. He goes on to say
that some men hesitate to take on a female protégée because of the sexual innuendoes that often
accompany such relationships.
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The participants all felt that the Army significantly lacked when it came to mentorship.
They felt that the Army knows that mentorship is important to development of its leaders and
have attempted to have mentorship programs but were unsuccessful. The participants thought
that mentoring was important for both personal and career advancement. However, they didn’t
feel that the Army considered mentoring a priority. They provided accounts where mentoring
programs were initiated and then they fell by the wayside. All the participants felt that
mentoring was necessary, particularly for African American women. However, they didn’t feel
it would happen because senior leaders are overtaxed and didn’t have the time to commit. They
also shared that mentoring doesn’t happen through AKO websites, in written action plans and in
mentorship manuals.
This chapter analyzed the data and presented the stories of the participants’ passages and
echoed their own words. The participants experienced a variety of different aspects throughout
their journey with mentors toward career progression. In discussing the professional and
personal meaning of mentoring in their lives, the discourse is seen in the context of African
American women who appear aware of the countless difficulties that African American females
face in male-dominated leadership positions. The literature contains a large amount of research
related to mentoring, but there is a lack of research specifically related to mentoring African
American women who hold senior leadership positions in the Army. Therefore, I wanted to
specifically investigate how mentoring could lead to career progression for these leaders.

CHAPTER 5
CONCLUSION
Once I retired from the Army in 2011 I became very interested in why African American
officers, specifically African American women, continued to struggle to compete and advance in
rank compared to their White counterparts. It seemed that the majority of African American
Army women were falling behind in promotions at and above the rank of Lieutenant Colonel at
alarming rates. As I began to read, a great deal of the literature focused on the impact that
mentoring has had on career progression, and I began to wonder if mentoring would or could aid
African American Army women in their journey toward career progression. As referred to
throughout this study, mentoring relationships are said to significantly affect an individual’s
career development and advancement (Scandura, 1992). According to Johnson-Bailey &
Cervero (2004) the mentoring process can be an effective management tool that can be beneficial
to the careers of the mentor and the protégé while assisting the organization to achieve its
mission.
The purpose of the study was to focus on the mentoring experiences of African American
women who had careers in the Army and who held leadership roles. It examined their mentoring
relationships, how they started the relationships, challenges and successes of their mentoring
experiences, and their perceived effects to these mentoring relationships. This chapter includes
the conclusions of the study as well as recommendations for practice and further research.
Interviews were used to solicit information from African American women about their
mentoring experiences. The study sample included 14 women who ranged in age from 32
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to 64 years, ranked from Sergeant Major to Colonel; all were degreed, held leadership positions,
and had careers in the Army. The study provides information that I gathered from the
participants’ stories, their journey toward career progress through the aid of their mentoring
experiences.
The participants who were interviewed experienced a variety of different experiences
along their mentoring journey. The literature contained a large amount of research regarding
mentoring, but most of the literature did not apply to this group specifically. In this study, I
sought to answer the following research questions:
1.

How do African American women define mentoring?

2. How do African American women describe how their mentoring relationship started?
3. Were there barriers/successes in the mentoring process? If so, what were they?
4. What were their mentoring experiences as they relate to career progression?
This chapter includes an overview of the significant findings of the study, a discussion
of the research questions in relation to existing literature on this topic of interest, the limitations
of the study, conclusions, recommendations, and the researcher’s reflections.
Research Question #1
How do African American women define mentoring?
Based on the findings from this study, there was no single unified definition that was
addressed by the participants to define mentoring. There were many similar qualities that
surfaced from the participants’ interviews. A lot of the qualities were identified in Eby et al.’s
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(2007) five characteristics of mentoring relationships: (1) relationship between individuals, (2)
learning partnerships, (3) the mentor supports the protégé, (4) both mentor and protégé benefit,
and (5) changes over time (pp. 42-45). Some of the participants said that their mentor was like
family. They provided information about his or her own career path, as well as guidance,
motivation, emotional support and role modeling. All remained in contact with their mentors to
this day even though many of the protégées had retired.
According to Dahlvig (2010) mentoring can be a multifaceted relationship that
contributes to career advancement, personal support, role modeling and advocacy. Mentors
provide guidance, support, and direction to mentees who may lack the foresight, exposure, or
intuition needed to ascertain goals (Spence, 2005). The mentors validated their knowledge and
experiences and assisted them in choosing the right direction. Kling (2015) indicates that
mentoring is a process in which an experienced person guides another person in the development
of her or his own ideas, learning and personal/professional competence. Bohannon and
Bohannon (2015) stated that a mentor should initiate questions and dialogue that challenge the
mentee while providing guidance and encouragement. It was further noted that mentors rely
upon having had similar experiences to gain an empathy with mentees and an understanding of
their experiences, particularly if they were from a different racial or ethnic background.
Research has suggested that mentoring plays a significant role in the development of skills,
abilities, and ongoing nurturing support needed by one to succeed and advance in one’s careers.
The responses shared by the participants fell into one of the categories noted above by
the various researchers:
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Chana: Mentoring is an active relationship between two people. Usually a mentor is a
“seasoned individual” who has taken an interest in another person. The mentor is trusted agent
that does individual coaching, training, and there is a time investment in someone. A good
mentor is someone you can trust with whom you have a mutual understanding. They care and
are interested in you and must have and willing to commit time.
Caroline: Mentoring is when someone has made it, are usually successful and they try to
encourage others to do better. They oversee an individual and are in their corner. Mentoring is
guided by someone you trust.
Jackie: Mentoring is leadership, role modeling to subordinates by a mentor. Mentors exhibit
skills, knowledge, expertise, encourages professional development, and develops leaders.
Mentors willingly accept mentees and have a great deal of influence on one’s career, progress,
and accomplishments. They lead by example and provide constructive criticism. Mentors work
with you on setting goals, are accessible, admirable, and are supportive. They have the
knowledge, and the reputation of developing others. Mentors provide network opportunities and
are well respected by their colleagues.
Dominic: Mentoring is multifaceted. It is caring, educating, and trusting. It is advising and
giving guidance to someone.
Leslie: Mentoring is when you have common goals with someone. A mentor causes one to
network and highly suggest that you join various organizations that would be beneficially down
the road. They let you know when you are going down the wrong path and tell you what is best.
A mentor is someone who takes care of people, guides, and advises them. Mentoring is
comprehensive, and a mentor must be committed and consistent to the mentee.
Robin: Mentoring is giving, helping to make someone’s path easier by guiding them throughout
their career. The mentor sets the example.
Stanlea: Mentoring is providing inspiration, knowledge, pioneering information, and passing it
on to someone less experienced. Mentors usually hold a higher position/rank, have more
experiences, and are amenable to sharing their expertise.
Mitzi: Mentoring is more than teaching. It encourages one to grow through their failures and
through their successes.
Pam: Mentoring is everything! As people evolve they are constantly learning and being taught
by someone. A mentor molds you and allows you to remain “true.” They teach, guide, and
leaves something behind without saying it.
Cathy: Mentoring usually involves a senior or more experienced person who provides advice
and training to a less experienced or younger individual. They pass on guidance or things that
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they have learned along the way such as things that were successful for them. Mentoring is a
mutual relationship and the roles between the mentor and the mentee are interchangeable.
India: A mentor is someone admired and has the potential to lead. Mentoring is a close
relationship with someone who wants to see you succeed. The mentor pushes you harder than
you would push yourself.
Leslie 2: Mentoring is when you talk to someone who can provide you with words of wisdom. A
mentor looks at the big picture and the ripple effect it will have on the mentee. They also
monitor the mentee’s career and help them to become more resourceful and successful. They are
an advocate and usually have a large pool of people from which to network.
Sandra: A mentor is a person who takes special interest in you. As you progress they monitor,
shape, and provide you with the things you should observe. They enhance your status within an
organization.
Arthurine: Mentoring is when you have the utmost respect for the mentor’s ethics, and
intelligence. They’re above reproach, and compassionate. A mentor always does the right thing,
takes you under their wing and teaches you from their experiences.

The participants’ ability to trust their mentor was an important key component that was
believed to have affected and defined how they felt about the mentor. This ultimately led to
transparency and the participants’ career progression.
Research Question #2
How do African American women describe how their mentoring relationship started?
All the participants entered mentoring relationships with individuals whom they knew,
those who they wanted to emulate, or who may have been their boss. Typically, the mentors
were senior-ranking leaders who could facilitate and nurture their careers. A couple of the
participants indicated that they had been mentored by individuals whom they were senior to,
but it was apparent that their mentors had more experience than the protégée.
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The mentoring experiences that appeared to be the most successful were by other African
American males or females. Several studies have said that in the mentoring process, the
relationship works to the advantage of those with similar backgrounds, values, and cultural
beliefs (Dreher & Cox, 1996). Spalter-Roth et al. (2013) indicated that most studies on samerace mentoring emphasize its potentially important role in reducing social isolation in a
predominantly White environment. According to Pope (2002), African Americans feel more
comfortable approaching someone who “looks like me.” Research noted that there is less ease,
lower satisfaction, and more difficult communication in mixed-race mentoring dyads compared
to same-race dyads (Ortiz-Walters & Gilson, 2005).
The following dialogues were shared by the participants when asked to describe how
their mentoring relationships started:
Chana: Considered her mentoring relationships to be a natural progression because her mentors
were her superiors/bosses. She further explained that she never sought out a mentor. Chana said
she and her mentor usually had a mutual acquaintanceship.
Caroline: She indicated that she met her mentor when she challenged his expertise. She stated he
was briefing a group of soldiers and was providing them with outdated information. She advised
him of the new policy and gave him documentation to support her argument. He told her that no
one had ever had the nerve to challenge and correct him before. He further informed her that he
liked that in her and that started their mentoring relationship.
Jackie: According to Jackie, she had one female and two African American male mentors. She
stated that they all sought her out because there were very few female Sergeant Majors and even
fewer who were African American females. They wanted to see her succeed. It should further
be noted that the Sergeant Major’s Academy ensured that candidates were paired with an older
and experienced Sergeant Major from their unit once the candidate was enrolled.
Dominic: She reported she did not seek out a mentor and was somewhat resistant to the idea of
having a mentor. She felt that a mentor would slow her down. She relayed that she has trust
issues and therefore did not want a traditional mentoring relationship. When she finally did get
mentors, they were junior in rank and were non-commissioned officers. They befriended her and
provided her with their insight and experiences.
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Leslie: Leslie stated that she met her first mentor when she initially enlisted in the Army. She
was an African American female and they “hit it off.” Early on she explained that she had a bias
toward female mentors over White males. She later reported that a White male officer convinced
her that he didn’t have to be African American or a woman to properly mentor and provide her
with guidance.
Robin: She advised that most of her mentors were her senior leaders or bosses and they took her
under their wings. She further relayed that both her male and female mentors sought her out.
Stanlea: She reported that she chose her mentors. They were typically individuals she had
observed and wanted to emulate.
Mitzi: Mitzi’s mentor was designated by her unit. Her mentor was initially assigned as her
sponsor upon entry to the unit. Her sponsor later became her mentor once their relationship
developed.
Pam: Pam expressed that she has had many mentors throughout her military career. However,
the one that she talked about the most was a female African American who was her First
Sergeant. As a First Sergeant it was a part of her job to mold and build soldiers, but she took
more of an interest in Pam because she saw her potential and their mentoring relationship started.
Cathy: The individual that Cathy described as her mentor was an older, White, male Warrant
Officer. Cathy was looking for guidance and he provided it for her. Later, she explained that
she would typically choose mentors that had different military occupations than hers. She felt
that these individuals could provide her with different strategical and operational mindsets.
India: India indicated she had been assigned mentors in the past because they were her
commanders or superiors. However, she didn’t feel that they did what she expected of a mentor.
They were mentors in name only. She later chose African American females with whom she
could identify and had common bonds.
Leslie 2: Leslie’s initial mentor was a female, African American civilian whom she was to
replace once she retired. Instead of retiring she remained on the job and taught Leslie all she
needed to know to succeed in her position and in the army. Leslie 2 also shared that she
considered her sister a mentor because she was in the army and held a higher rank.
Sandra: Sandra shared that her mentors were always her immediate supervisors and they
happened to be African Americans.
Arthurine: She transferred to a civil affairs unit and doubted her confidence in this area because
the field consisted of top-heavy senior ranking, White, male officers. Arthurine indicated that
she was befriended by an Asian female Colonel who later became her mentor. She encouraged
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her to reclass to civil affairs which would provide her with the knowledge, skills and confidence
to compete.
All the participants in a general sense were involved in informal mentoring relationships
even though at times they referred to their mentoring relationships as formal. For the purposes
of this study, a formal mentoring relationship meant that the mentor was senior in rank to the
individual being mentored and out of respect for the mentor they would be referred to as
“ma’am” or “sir.” Consequently, the mentee felt that it was a formal experience.
Research Question #3
Were there barriers/successes in the mentoring process? If so, what were they?
To assist me in understanding some of the barriers and challenges that limit African
American women from obtaining senior ranks/positions, I reviewed the literature as well as the
statements shared by the participants.
Butler (1999) asserted that African Americans and Whites in America have different
cultures and that these cultures reveal themselves in everyday military life. Hunter and Sellers
(1998) suggested that Black feminist epistemology is grounded in the intellectual traditions,
experiences and identities of Black women, whose intersections of race and gender are key
factors. African American women leaders perceive and understand mentoring experiences
differently from the dominant culture. Based on the findings and research conducted by Scanlon
(1997), African American women require more than depositing information into their knowledge
base. They appear to need relationships with individuals to assist them with dealing with career
advancement as well as other issues. According to Gregory (2002), support systems in the lives
of African American women are important because they need guidance, strength, and

92

encouragement. It was further noted that support systems are necessary so that they can
overcome the dual burdens of race and gender.
Chan et al. (2015) stated that a barrier to effective multiculturally sensitive mentoring
may be inadequate knowledge about culture-specific challenges such as lack of role models,
racism, family obligations, and a disconnect between cultural and professional identities. The
findings suggest that none of the participants were willing to allow the White male mentors to
see their vulnerabilities. A key point that was expressed continuously was trustworthiness. It
was believed that African American mentors were perceived as exhibiting higher levels of trust
per the participants, and there appeared to be more of an understanding about their
commonalities than those exhibited with White male mentors.
Many studies acknowledged the mentoring experience provided African Americans with
vital information; however, it was perceived that cross-cultural, cross-racial, and cross-gender
mentoring sometimes ignites irrational fears and speculations, precipitated by existing race and
sex taboos (Bova, 2000; Johnson-Bailey & Cervero, 2004).
Kalbfleisch and Davies (1993) concluded that race is the strongest predictor of pairing in
mentor relationships. If so, African American women, who are represented by very small
numbers in positions of organizational power, may have several barriers in the progress toward
advancement. This analysis shed light on the career barriers that African American women face
and is perceived to have a significant impact on career paths and advancement opportunities.
The glass ceiling is defined as barriers faced by women who attempt to obtain a senior-level
position/rank in corporations, government, education and nonprofit organizations (Cutler &
Jackson, 2002). Women in traditionally male professions receive fewer promotions (Burlew &
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Johnson, 1992) and have very few opportunities for advancement into top-level positions
(Jagaciniski, 1987). Women are often hindered from advancing due to the culture of an
organization in that the policy and procedures work in favor of men.
Etter-Lewis (1993) proposed that African American women, because of their dual
membership in society, experience double discrimination. Due to their unique experiences in
and with history, language, and culture it is suggested that they must overcome multiple barriers
in traditionally structured environments such as the military—the Army specifically. Hopefully
this research will aid African American women in leadership positions to overcome some of
these barriers.
Based on my findings, African American women and African American male mentors—
particularly in the cases of the Sergeant Majors and those in the health professions—appeared to
provide advice not only professionally but also socially, mentally, and with better understanding
because they had endured the same “isms.” At various times the participants all experienced
issues of isolation, marginalization, exclusion, and lack of support. These issues created
challenges for the participants to advance because they did not appear to be fully accepted due to
their race and gender. As a result, they needed African American women mentors in senior
ranks to assist them in overcoming their barriers. However, African American women in senior
ranks continue to be severely underrepresented.
Informal mentoring relationships generally develop based on the compatibility between
two individuals, which also helps to develop a successful relationship (Kram, 1983). African
American mentors provided the participants with a shield that allowed them to be their true
selves without being misunderstood or ridiculed. Informal mentoring relationships were
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considered to consist of mutual feelings of trust, respect and caring (Wright & Werther, 1991).
Informal mentoring relationships seemed to have offered different functions as they related to
aiding the participants in overcoming career barriers. The main insight that appeared to come
through from the participants was that informal mentoring experiences developed their sense of
self-efficacy and they began to understand their inner power. Often, they had not been aware
that their power existed.
Butler (1999) suggested that African Americans who had few mentors and little social
interactions with senior African American or White officers were less likely to be selected for
battalion operations and executive officer positions. As a result, they were less likely to be
selected for command and ultimately qualify for general officer. It is Butler’s (1999) subjective
belief that the “good old boy network” is still alive and well.
Research Question #4
What were their mentoring experiences as they relate to career progression?
It should be noted that the findings of this study indicated that the Sergeant Majors
appear to take care of their own. Mentorship was emphasized and reinforced through the
Sergeant Majors Academy. They involved the necessary participation of senior Sergeant Majors,
who had to review all assignments by academy candidates before they could be submitted. This
instilled an open and continuous dialogue between the “master and the trainee.” This same
concept seemed to be a part of the Nursing branch as well. The non-commissioned officers
discussed the success of their mentoring relationships and it was also shared by Butler (1999)
that the Army has done a remarkable job in providing African Americans in the non-
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commissioned officer (NCO) and enlisted ranks exceptional opportunities to grow, develop, and
prosper professionally using mentors.
The remaining participants in this study shared several stories about the racial and gender
discrimination they encountered while seeking leadership positions and career progression. They
reported how they were not viewed as leaders and had to work harder to prove themselves as
competent. They also related how they were denied access to various positions because of what
they believed was due to their race and gender. Despite these obstacles, they managed to resist
the inequality that they encountered and obtained leadership positions through the aid of their
mentors.
The findings noted that the “right” mentors could contribute significantly towards one’s
career progression. Mentoring was deemed essential for these participants as they expanded into
combat roles and senior ranks. The participants valued their mentors’ experience, expertise, and
knowledge, which in turn caused them to master their own jobs. This ultimately led to improved
job performance, career development, and progression. The mentoring relationships that were
established were vital to their success and, in some cases, led to promotion.
The degree of satisfaction with their mentoring relationships accounted for more of the
unique variances associated with African American women about extended families. The
participants often referred to their African American mentors as “part of the family” or as
“father figures.” These mentors were also included in their social network, i.e., they attended the
same churches. Their mentors not only taught them how to navigate the political landscape of the
Army, they taught them how to deal with stereotypes, provided emotional support by befriending,
counseling, and helping them to develop self-confidence and a positive self-image.
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As noted previously, Dreher and Cox (1996) concluded that the formation of a mentoring
relationship has a positive effect on the protégé, and mentorship is related to advancement,
organizational influence, salary attainment, and satisfaction with salary and benefits. Based on
the interviews with the participants they expressed similar sentiments. According to the
participants, mentoring developed them professionally. Mentoring of underrepresented African
American Army women in leadership positions consistently highlights the value and importance
of mentors toward career progression.
Mentoring is identified as an important factor in the career progression of senior African
American officers in the United States Army (Mason, 1989). However, nothing was found by
this researcher in mainstream literature that specifically addressed the mentoring experiences or
views of African American women in the Army about mentoring. Further, a limited amount of
research has looked at the effects the denial of proper socialization has had on African American
Army women in military organizations toward career progression. Therefore, it appears that a
need for this study is warranted.
Limitations of the Study
The findings of this study provided insight on the informal uniqueness of the mentoring
experiences of African American women who held leadership positions in the Army. However,
given the sample size—14 participants—the findings do not represent all African American
women in the Army, the military, or the society at large.
Many possible limitations exist with this study. My personal association with the
type of subjects and their professional involvements in leadership positions within their
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professions could be construed as a limitation. As a result, I may have included some potential
bias in the development and administration of the interview questions to the subjects. subjects.
Denzin and Lincoln (2005) indicated that researchers who undertake studies based upon in-depth
interviews often are faced with the difficulty of shifting their understanding of the nature of the
interview questions and answers. My shared status with these participants as a Lieutenant Colonel
who held a leadership role and served in the Army for 32 years enabled me to ascertain nuances
and interpret a profound meaning of the data. According to Gostnell (1996), my insider status
with the topic may have prevented me from discerning information which I may have been “too
close” to see and hear. It is common to have an interest in the views and ideas of colleagues.
There are advantages associated with interviewing contemporaries, such as having a greater
understanding for the cultural concepts being discussed and less room for misinterpretation.
However, limitations can exist such as the potential for misunderstandings to occur from the
assumptions of common values and beliefs. There is also the possibility of over-involvement
and identification with colleagues (Holloway & Wheeler, 2010).
Data interpretation and preservation could also be a limitation. When translating the
interview transcripts, I used coding and categorizing, which in narrative analysis could
sometimes fragment the stories being shared by the participants (Mills & Birks, 2014).
Researcher’s Reflections
As an African American woman who served in the Army for 32 years as both a noncommissioned and a commissioned officer, conducting this study brought up a lot of my own
prior experiences that were shared by the participants in this study. During my tenure, I noticed
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a lack of women, but more specifically African American women, in senior-ranking positions. I
often wondered why but did not think about it much until I found out others shared similar
thoughts.
What I found was that the research as well as this study helped me to see the dialectical
relationship between African American women’s oppression and the connection between our
experiences as a heterogeneous collective and any subsequent group knowledge. The results
revealed how the 14 African American female participants negotiated to get their present
positions and how we all shared a commonality. The interviews examined the participants’
successes and struggles as they sought to attain career progression and promotion in the Army
by utilizing mentors. Their commitment, sacrifice, and willingness to obtain mentors aided
them in the personal pursuit of achievement. I began to wonder had I had a mentor in my later
years of service would it have been instrumental in me securing a higher rank? Would it have
put my career on the right pathway to succeed as a senior leader? Based on the conclusions, I
believe it would have.
This study illustrated some of the common obstacles we all had endured and what we had
to overcome. The participants were able to do so through the support of their mentors. Even
with the aid of a mentor, the journey was not always unblemished or easy-going, but they were
able to persevere by drawing upon the experiences and knowledge learned from their mentor.
A lot of discussion centered on how we are not expected to be in positions of power
because of our race and gender. Consequently, all the of the participants reported the need to
work harder. They also collectively indicated that there appeared to be a difference between
them and others as it relates to career expectations and advancement. Because of all the matters
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noted above, the participants often felt they were overlooked for career advancement. For these
reasons as well as the underrepresentation of senior-ranking African American women, the Army
must do something to delineate these issues to retain knowledgeable senior leaders. A consistent
and serious effort will have to be made by the Army. The Army leadership should consider
implementing a “real” mentorship program or allow time to be given to ensure that mentoring is
taking place. It is also important that they understand the role of mentoring for African
American women, how it can help them advance in their careers as well as assist them in dealing
with other issues they may encounter in a White male-dominated environment. It is hoped that
this study will serve as a platform for further discussion.
Conclusion
Throughout the United States’ history, the interrelationship of White supremacy and male
superiority has characterized the Black woman’s reality as a situation of struggle–a struggle to
survive in two contradictory worlds simultaneously: one White, privileged and oppressive; the
other Black, exploited and oppressed (Collins, 2000). Black women’s vulnerability to
assaults in the work place, on the street, at home and in media representations has been one
factor fostering this legacy of struggle (Collins, 2000). This study captured the personal
stories and voices of 14 African American Army women who hold or have held senior leadership
positions. They described the challenges and successes they faced during their mentoring
journey toward career progression. As previously noted, very little research exists related to this
topic. As African American women continue to make strides in the Army, the military, in
corporate America, law enforcement, fire departments, academia, and in the sciences, it is
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important that they know what they need to do to succeed, how to obtain it, and that they have
equal opportunities for advancement. The findings from this research identified that the
influence of mentors is much needed to ensure that they have an equal chance. As noted
throughout this study, mentoring is known to have provided aid to women who wanted to
advance in ranks, in career progression, and development. Women need to and should utilize
mentoring opportunities to increase their successes both in their professional and personal lives
and share the information with those who come after them.
Based on the information drawn from the qualitative interviews and the literature, it can
be concluded that African American Army women officers need support through the
encouragement of a mentor to assist them and help guarantee their career progression. Their
access to the “right” mentor can mean progress, uplift, contribution, personal growth, and
retention. African American women are often downgraded to the margins and reduced to “less
than” despite their strengths and will to persist. According to Collins (2000), BFT is
necessary for African American women to define and forward the notion of self-definition.
It is my hope that the findings from this study may be of interest to officials in the
Department of Defense who can make sure that changes are made, and they can incorporate these
findings into the Army’s training programs based on the real needs of all women who serve.
Additionally, it is wished that other African American women aspiring to be in leadership
positions, wanting to obtain senior ranks in the Army and desire career advancement will learn
how to navigate their Army journey using mentors.
This study will enhance the literature and will create a voice for African American
women who often go unnoticed. It also illustrates how BFT provided the broadest lens for
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examining African American women and their experiences in their voyage toward career
advancement in the Army because of its focus on the diversity of African American women’s
experiences. A significant outcome of the study is that it identified the perceptions of mentoring
relationships which specifically increased career advancement and distinguished the obstacles
that hinder success for African American women.
According to Maxwell (1998), mentoring is empowering. He stated that a key to
empowering others is belief in people. Empowerment is powerful not only for the person being
developed, but for the mentor as well.
Recommendations for Future Research
Based upon the findings of this study, several areas could be identified for future
research. The Army alone is not the only beneficiary of this research. The findings are just as
important to women in other male-dominated organizations, such as corporate America and
academia, who have women in leadership positions. These findings can be used to provide
African American women (and women in general) with the proper resources that can lead to
advancement and identify features where mentors might have a profound impact on their career
progression.
This study specifically focused on mentoring experiences of African American Army
women who held leadership positions. I did not examine if these same women would
have benefitted more from formal mentoring training programs or if they had a preference
between the two. The issue of diversity (gender and ethnicity) within the Army needs to be
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further evaluated. Additional areas of research related to the topic of this study that could be
examined in the future include the following:
•

A larger sample size could include mentoring experiences of African American women in
leadership positions in other military branches such as the Air Force, Navy, Marines, or
Coast Guard to see if the results would be similar or different.

•

The Army should utilize research as a major strategy to consider organizational dynamics
(culture, demographics, hierarchical structure, and resources) as well as mentoring
objectives.

•

A larger study could include mentoring experiences of African American women in
leadership positions that work in male-dominated fields such as the fire department, law
enforcement and as engineers.

•

Future studies could examine and compare the findings of African American Army
women in leadership positions to their White female counterparts who have been
mentored and rate their career progression.

•

Research what African American women in male-dominated fields would identify as
critical components or key competencies needed for a mentorship program to develop
and emphasize career progression and advancement.

•

Minimize the influence of the “good old boy network” to get African American female
officers quality assignments.

•

Increase the quality of the Reserve Officer Training Corps (ROTC) cadre by increasing
the status of ROTC assignments.

•

Provide quality mentoring for young African American female officers.

•

Educate officers and senior leaders in cultural awareness. Encourage Army initiatives to
improve the environment.
The benefits of being mentored appear to be extensive and highly important in helping

African American women to advance and grow careers, be it in military or in civilian
professions. Learning from someone who has worked in a profession longer can help one avoid
making similar mistakes and can assist with finding a faster path toward success. The ongoing
promotion of creating effective diversification of leaders is something that the United States
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Army needs to embrace. I believe I have identified several key areas related to mentoring
African American Army women toward career progression, which were based upon the
personal stories and journeys shared by these recognized leaders within the Army.
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APPENDIX A
CONSENT TO PARTICIPATE IN RESEARCH
I agree to participate in a research project titled African American Army Women’s’ Journey:
Question of Mentoring being conducted by Renee Rouse, a doctoral student at Northern Illinois
University. I have been informed that the purpose of this research is to determine the role that a
mentor or mentors may have played in the development of African American women toward
career progression while serving in the army. It will analyze mentoring relationships and their
effects on participants by tracing the evolution of the mentoring process and women’s
perceptions regarding mentorship and its influence on their career advancement.
I understand that if I agree to participate in this study I will need to meet face-to-face or
telephonically if location does not permit with Ms. Rouse for an interview and agree to have my
interview audiotaped. The interview is anticipated to last 60 to 90 minutes. I also understand
that I might be contacted following the interview by Ms. Rouse for follow-up questions. The
interview will take place at a time and location convenient to me.
Following my interview, the audiotape will be transcribed by Ms. Rouse. All data collected
including audiotapes, transcripts of interviews, field notes, analysis of data, and consent forms
will be kept in a locked file cabinet in Ms. Rouse’s home. They will be destroyed at the
completion of the research project.
I understand that the intended benefit of this study is to add to the literature regarding mentoring
African American women with regards to career advancement. It is hoped that gaining an
understanding how mentors aided in their journey will assist in improving women by affording
more opportunities for promotion, job satisfaction and increase salary.
I have been informed that there are no foreseen risks that I might experience during this study.
The interview will be discontinued if any discomfort arises. I am aware that my participation is
voluntary and may withdraw at any time without penalty or prejudice. If I have any questions
concerning this study, I may contact Renee Rouse at 312/415-1121 or Ms. Rouse’s dissertation
chair, Dr. Laverne Gyant at lgyant@niu.edu. I understand that if I wish further information
regarding my rights as a research subject, I may contact the Office of Research Compliance at
Northern Illinois University at 815-753-8588.
I understand that Northern Illinois University’s policy does not provide for compensation for, nor
does the University carry insurance to cover injury or illness incurred as a result of, participation
in University sponsored research projects. I also understand that my consent to participate in this
study does not constitute a waiver of any legal rights or redress I might have as a result of my
participation.
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I acknowledge that Ms. Rouse has my permission to use data obtained from me in her research,
and I acknowledge that I have received a copy of this consents.
I have read thoroughly the information about this and have had all my questions answered. By
signing this form, I consent to participant in this study.

Signature

Date

By signing below, I consent to be audiotaped during the interview.

Signature

Date

APPENDIX B
INTERVIEW QUESTIONS GUIDE
Interview Questions Guide
Introductory phase
1. Tell me about your background in the military (length of time in roles, highest ranks
held)?
2. What led you to join the military?
3. What does mentoring mean to you?
4. Have you ever been mentored?
5. Did you have a mentor during your military tenure?
6. If you didn’t have a mentor, do you believe you could have advanced higher had you had
one?
7. At what point did you first obtain your mentor?
8. Was your mentor male or female?
9. If it were the opposite sex, do you feel that the outcome would have been different had
the mentor been of the same sex/like backgrounds?
10. How was the mentor identified?
Workingphase
1.
2.
3.
4.
5.
6.
7.
8.
9.

How effective was your mentoring in identifying and overcoming those challenges?
Did you and your mentor have common goals?
Did the mentor have the same experience as you?
Did your mentor carry a great deal of influence?
Was your mentoring relationship formal or informal?
Did your mentor provide networking opportunities?
How knowledgeable was your mentor?
What were the factors that determine if the mentor was a good fit?
As an African American woman who has made it to (Rank). Do you feel that you had the
appropriate representation from your mentor with regards to race?
10. During your career in the military did you feel your mentoring experience provided you
with equal opportunities for advancement?
11. On a scale of 1-10 (10 the best) How would you rate your mentor’s effectiveness as a
mentor?
12. How do you determine your mentor’s effectiveness?
13. Do you feel the military provides adequate mentoring?
14. What views have you heard from others about their mentoring experience?
15. Did you have a favorable outcome relating to your mentoring experience?
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16. Describe your overall mentoring experience?
17. Do you believe the Black Feminist Theory played a pivotal role during your mentoring
experience?
18. Do you believe that a combination of intellectual thought and political action assisted in
career progression?
19. If so, what role did your mentoring play?
20. So far, the focus has been on mentoring and career advancement. Did mentoring have an
affective impact on your personal development?
21. Describe any challenges that you faced during your career progression?
22. Once you achieved a certain rank did you encounter a concrete or glass ceiling?
23. Do you feel you were coached or mentored?
24. Do you think there is a difference between coaching and mentoring?
Concludingphase
1. Is there anything you would like to add that I did not ask?
2. I would like to summarize what you have told me (reemphasize confidentiality of
information; reminder of potential need for follow-up questions).

APPENDIX C
PARTICIPANT PROFILES
Chana
Telephone Interview: Monday, 8/7/17, 9:00 pm
Asked additional questions on 8/10 at 12:00 pm
Age: 46 years
Rank: MAJ, Active Guard Reserve (AGR) Tour - Full time staff that supports the reserves
and/or the guard

Chana joined the army through the delayed entry program in April 1988, while she was a
senior in high school. She was residing in Harvey, Illinois and wanted to attend a Historically
Black College/University but was not prepared financially. She states she wasn’t initially
interested in the army or the Reserve Officer’s Training Corps (ROTC), but that was the only
way she could finance her college tuition. She reports her initial military enlisted contract was
for three years as a medic. However, her wish did not come to fruition because her contract was
voided when she was injured in a motorcycle accident.
In September 1988 the army was offering enlistment bonuses for Laboratory Technicians.
She re-enlisted for four years and her first duty station was in Seoul, Korea. In September 1996
she resigned from the military to have her daughter. Following the birth of her daughter she
attended Triton College and become a Licensed Practical Nurse. As luck would have it, the
Illinois National Guard had a “try one-year” program. She joined the National Guard in
Crestwood, Illinois in December 1996 and extended for an additional five years. In December
1999 she transferred to National Lewis University and enrolled in their Health Care Leadership
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Program. In December 2002 this resulted in her being reclassified as a medic, and she
transferred to the Army Reserves where she was commissioned as a Second Lieutenant.
In July 2005 she was mobilized for three years to Ft. McCoy, Wisconsin. On July 22,
2008, she began her active guard and reserve (AGR) tour, working in Operations as a 70 Hotel
(Operations, Plans, Intel and Training) in the Medical Service Corps. In September 2010, she
served in Germany for four years as a 72 Delta, Nuclear Medical Science Officer, “Lab Rat.” In
2014, she was assigned as an Assistant Operations Officer to a brigade in Texas.
When asked What does mentoring mean? Chana replied, “It is an active relationship
between two people. Usually a mentor is a ‘seasoned individual’ who has taken an interest in
another person.” She further relayed that a mentor is a trusted agent that does individual
coaching, training, and time investment in someone.
Chana indicateed having several mentors throughout her military career and that many of
them have been White males. Her first mentor was her Company Commander when she was
first commissioned in 2002 and she was the Executive Officer (XO) for her unit. She described
her mentor as helpful and she was a perfect candidate. Chana considered their mentoring
relationship to be a natural progression because she ended up working for him. He came to the
unit after she did, and she had to “show him the ropes, so to speak” with regard to the unit. She
was a junior officer in the Operations section and once he was “up to speed,” he took her under
his wing, and they remain in contact to this day. She provided very little information about her
next mentor other than he was also a White male. She says she has not had any contact with him
in about two years. According to her, their relationship ended up badly because he didn’t feel
that she “had his back in some situations.” As a result, she felt she did not receive a Meritorious
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Service Medal (MSM) that she had been promised. She considered this to be a slap in her face
since she had been there for four years and always took the initiative and led in volunteering for
various assignments.
The last mentor she mentioned on was an African American female, Lieutenant Colonel,
whom she remains in contact with to this day. She states she can remember the first thing this
mentor shared with her was, “As you advance your circle of friends will get smaller and
smaller.” It should be noted that the army has a fraternization policy. Officers are not allowed to
fraternize, and are only allowed to associate socially with other officers who are two ranks above
and below their own rank. Chana considered the African American, female, Lieutenant Colonel
mentor as family. and states they attend the same church. She said she is knowledgeable, and
she knew a lot about the AGR Program. They both considered networking as being very
important for growth and advancement. Her mentor provided her with opportunities such as
allowing her to go to other countries to speak about the AGR program and the chemical
occupational field. She believes that they both trusted one another, and it was easier to relate to
her female mentor because she was aware of the things that women and women of color would
go through as an army officer.
Chana relays that the mentoring relationship with the males was always formal, and her
relationship with the female was semi-formal. She reports that the female mentor is married with
children, but didn’t mention the marital status of the males until I asked her directly. However, it
was also noted earlier that she considered the female as a part of her family.
Chana expresses seeing another African American female, medical officer who was a
Lieutenant Colonel at the time and describes her as saying that there was something different
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about her. She continued with noting the way she carried herself compared to most other
African American female officers. She relays that she was “smooth,” someone she could or
would want to emulate. Chana found other African American females in senior positions to be
“Brass[y] and loud.” She indicates that women face a different set of challenges in the army,
particularly if you are African American. They are regarded differently because they are in a
male-dominated field. She says, “If you are a female superstar there always seems to be
competition or backlash among other women and men.”
Chana says she never sought a mentor, and that they usually had a mutual
acquaintanceship. Her mentors normally saw something in her that she didn’t see in herself.
They helped her overcome challenges, aided and strengthened her potential by assisting her in
decreasing her weaknesses. They also provided her with the necessary steps to ensure that she
made it to her next rank and knew how to handle command business. She further reports that the
White male mentors were influential and understood “military politics.”
According to Chana, a good mentor is someone you can trust, with whom you have a
mutual understanding. They care and are interested in you, and she didn’t feel that all her
mentors had to look like her. She ended by stating that the army does a poor job of mentoring
because to be a good mentor one must have the time to commit to it and most officers do not
have the time.
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Caroline
Telephone Interview: Thursday, 8/17/17, 11:30 am
Age: 64 yrs.
Retired Lieutenant Colonel, July 2010, Army Reserves

Caroline joined the Women’s Army Corp (WAC) on October 21, 1974 as a private.
She advises the army was still segregated when she joined. She states she secured the rank
of Sergeant and separated from the army on October 22, 1977. It was her intention when
she left the army to further her education. Once she realized she could not afford the tuition,
she joined the Reserve Officers Training Corps (ROTC) in 1980 for two years while
attending college at the University of Illinois in Chicago. In1982 she was commissioned
as a Second Lieutenant and was guaranteed reserve duty. However, she states that she
completed twelve years active duty, eight years mobilized service with the reserves and
the remaining twelve years as an active army reservist.
She defines mentoring to be when someone has made it, they are usually successful
and they try to encourage others to do better. They oversee an individual, and are in their
corner. Caroline states she had her first and only mentor when she became a Captain. She
describes him as a White, Jewish Colonel, who was married with two children, and was
approximately ten years her senior. She indicates she met her mentor because she challenged
his expertise. He was briefing a group of soldiers and was providing some outdated information.
No one said anything to him, but she informed him during the briefing that the guidelines had
changed on the topic that he was discussing. She also provided him with the documentation
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to substantiate her response. He had his administrative assistant find if she was correct,
and she was. He advised her that no one had ever had the nerve to challenge and correct
him before and he liked that in her.
She states that her mentor pushed her into taking positions she wouldn’t have
ordinarily taken on her own. Often, she felt that her lack of knowledge and
confidence in an area caused her to be apprehensive about applying for various
positions. However, due to her mentor’s insistence she would apply. She states he
didn’t appear to be concerned about her making it to the next rank. He concentrated more
about getting her noticed, and making sure she was in the right position which led to
promotions. The only commonality she expresses between herself and her mentor were their
military occupations. They both belonged to the Adjutant General (AG) Corps
(administration). He was in division and she was at the battalion (one level below
division).
Caroline says she became an Adjutant General (AG) because she thought she
could succeed in this area given it centered around administrative functions. However,
the further she went up the ladder the more male infantry officers she would encounter
in the position whom she didn’t think that she could compete against.
She relays that her overall mentoring experience was good; however, her mentor
had put her situations where many of her male counterparts were disgruntled because he
had helped her get positions that they felt she didn’t deserve, specifically when she was
assigned as the Battalion Training Officer. Her mentor had to personally address the
unsatisfied officers. He told them that he had made his decision, and he wanted them to
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stop commenting on the matter. She relays her mentor had a great deal of influence and
clout. Their relationship was informal, in that he did not directly provide her with
networking opportunities. She reports being the only female in most of the staff positions
that she held as well as being the only African American. She indicates she never really
thought what about determines if a mentor is good fit it until this researcher asked the question.
After thinking about it she shared that she thought her mentoring relationship was a
good fit but did not provide any further information. When asked if she would have
preferred a female as a mentor, she said not necessarily because the military is a “man’s
world.” She conveys her mentoring experience was effective. Her mentor was able to see
her strengths and weaknesses both in the military and in the private sector. She recalls
applying for an Information Technological position with her civilian employer. Her
mentor asked why she would bid on a technical job when he saw her as more of a people
person. She relays he apparently knew her well because she also considers herself to be a
“people person,” but at the time she was only thinking about the pay increase. Approximately
one year later she realized what he had said made sense because she really didn’t care for the job,
but continued to work in the position until she retired.
Caroline says he makes himself accessible to her to this day. She says she made him look
good, and he got the “kudos” for things that she had done for him, but she didn’t think the
accolades were shared. She also believed she got him promoted, and she didn’t receive the
recognition she deserved. She reports he never put her in for any awards. When asked if she
ever discussed the matter with him, she stated she had and he responded that it never occurred to
him. He informed her if she wrote the nomination for the award he would sign it.
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She further conveys that female officers were kept in their branches and were rarely
given an opportunity to explore other responsibilities. For example, during an exercise her
superiors would always place her in an administrative position and never give her an opportunity
to gain knowledge by allowing her to work in a different occupation. She shares that she
believes that her race hindered her in getting ahead and that male officers were set up for
success, and females were not.
Caroline indicates there is a fine line between coaching and mentoring. She
thought that coaching had more to do with training and instructing, whereas mentoring
was guided by someone you could trust. She says she was mentored.
She expresses she didn’t feel the army provides appropriate mentorship
opportunities. Everything that the army feels you should know about mentoring is in a
regulation army manual. She did believe the army felt there was a need for mentoring. If
the information is not covered in the field manuals you typically will learn it from your
peers. She thought it would be helpful if there were periodic workshops and discussion
opportunities for women. She said most men in the army did not want to take orders from a
woman--particularly an African American female. Her thoughts are women in the army were
more on a friendship level and rarely discussed career progression because there were
probably very few women in positions that could aid one in securing their next rank. She
thought that combat arm branches, such as air defense, artillery, armor, aviation,
engineering, infantry and special forces, which are predominantly male-occupied positions,
appear to be set up for success based on the experience and knowledge one gains from them.

143

She believes it would be a good idea if women were assigned a “real” mentor when they
initially enter the service, a unit, or when they made their next rank.
Caroline describes the military as a “good old boy club.” She says, “If someone
takes a liking to you then they would pull you along.” She advises that she has mentored
younger officers and females that were under her supervision. She stresses that she
thought the Nurses Corps had a “real” mentorship program that seemed to work and
should be adopted.

Jackie
Telephone Interview: Thursday, 8/24/17, 8:20 pm
Age: 53 yrs.
Retired Sergeant Major (Enlisted), 6/23/2014, Army Reserve

Jackie joined the army on a challenge by some guys that she knew in high school. She
says that some of her former male classmates had said that a woman could not excel in the army.
They also felt that a woman could not do the things that males could do, and she wanted to prove
them wrong.
She and her soon-to-be husband were supposed to join the army under the joint domicile
program, but they hadn’t gotten married yet. By the time they got married in January of 1985,
Jackie had already been sworn in and was waiting for her spouse to do the same. She reports that
due to her spouse’s bad knees he failed the physical and wasn’t allowed to join. Jackie didn’t
want to go into the army without him, so the recruiter allowed her to join the army reserves. She
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states she chose an administrative military occupational specialty (MOS) because she thought it
would be easy. Jackie enlisted as a Private First Class (PFC) and reached the top of the enlisted
ladder by securing the rank of Sergeant Major, which is a non-commissioned officer’s rank.
When asked what mentoring meant, she said it was leadership, providing role modeling
to subordinates. Mentors exhibit skills, knowledge, and expertise, encourage professional
development, and develop leaders. According to Jackie, mentors were also willing to accept
mentees.
She reports having two African American male Sergeant Majors and one female,
African American, First Sergeant as mentors, and they all remain in contact to this day.
She indicates that one of her male mentors was very good, and challenged her by often
assigning her difficult personnel to supervise. He would put her in difficult situations to make
sure she knew what to expect and how to react. She says he continuously motivated her, and
she describes the other male mentor as a father figure. She states he trained, developed her,
and provided her with unexpected work opportunities such as pre-mobilization trips. She
believes that was his way of ensuring that she received the knowledge and experience she
needed to get the job done,and developed her for future job opportunities. Consequently,
she was the last to go to bed and the first to get up. He encouraged her to get multiple army
occupational specialties to make herself more marketable. He made her take the necessary
course work for supply and finance. She states that her mentor took her under her wings
when she first joined the army reserves.
Jackie reports that her mentors sought her out because there were very few female
Sergeant Majors and even fewer women of color. They assisted her in identifying and
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overcoming challenges by telling her she had to be better than everybody else because of her
race and gender, and that she was going to have to prove herself. They often told her that she
would have to go above and beyond what was required. She indicates her mentors had a great
deal of influence on her career, progress, and accomplishements. She excelled in all her
military subjects and was an Honors Graduate from the Sergeant Major’s Academy. She says
she can remember what they said like it was yesterday: “Don’t be the 60% soldier (which is
just passing in the military) or do just enough to get by.”
Once a candidate is referred and recommended to attend the Sergeant Major’s
Academy, they are paired with an older and experienced Sergeant Major from their unit.
All assignments that are given while attending the academy had to be completed and
turned in to your that Sergeant Major for their stamp of approval and signature before
their assignments could be submitted.
When asked the difference between a mentor and coach, Jackie expresses that
mentors lead by example and provide constructive criticism. They work with you on
setting goals, they are accessible, admirable, and are supportive. She further advises that
mentors have the knowledge, the reputation of developing others, they provide network
opportunities, and are well respected by their colleagues. She says both mentors and
coaches provide guidance, and coaches cheer you on in experiences that are in a similar
field. They let you know your strengths and weaknesses.
She says she could easily identify with her male mentors because their
experiences were somewhat the same and they had the same work ethic. The only
differences that she revealed were they were African American males, they were much
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older, and came from the Vietnam era. They made it possible for her to meet the
right people and put her in the right job opportunities. They introduced her to another
Sergeant Major whom she ended up working with for approximately 2 years while she
was mobilized.
She states that her mentoring relationships were both formal and informal. There
were no barriers to her success during her mentoring experiences. She didn’t recall any
of her peers mentioning that they had mentors. She considers herself lucky to have had
the mentors she did.
Jackie felt that the army would benefit from a mentorship program. She says
the army has a leadership program which is a two-week school course that one attends,
which she explains is different from mentoring. She also shares that when one first
comes into a unit you are assigned a sponsor. A sponsor is like a mentor; it is the
army’s start in the right direction. They are supposed to make sure that a new soldier
knows what is going on, introduces the leadership within a unit, and assures that the new
soldier receives all the necessary equipment. However, Jackie states there is no
follow-up past the first or second day and the soldier is essentially on their own.
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Dominic
Telephone Interview: Thursday, August 24, 2017 at 2:00 pm.
Age: 56 yrs.
Retired Colonel, officially retired in March 2014, was on the recall list and went back in, made
the General’s list (for possible promotion), but states she “wasn’t a part of the club.” Active duty
21 yrs., 7 months and 25 days
Dominic entered the army while attending a Historically Black College/University,
Spellman College in Tuscaloosa, AL. She states she had the choice of majors, including physical
education and joining ROTC. Since she wasn’t a star athlete, she decided to join ROTC because
it offered her a scholarship.
She states that mentoring is multifaceted. It is caring, educating, trusting, advising,
giving guidance to someone, and it is not easy to do. She reports that she did not seek out
a mentor and was somewhat resistant to the idea of having a mentor because she felt that
they would slow her down. She indicates she researched her own path, and the route she
needed to take to get her there. She says she did 80% on her own and possibly 20% with
the assistance of mentors. The mentors she utilized were junior in rank, were noncommissioned officers who had good insight, a lot of experience, and they befriended
her. She states she had two “high powered” mentors: one was killed in combat and the
other died from natural causes. Dominic states they had been around for a very long time
and knew the military and its politics. Her mentoring relationships were informal and
her mentors had a great deal of influence. As a result, on two occasions she was picked
up and placed in duty positions because of it. She felt that her mentoring experiences
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led to her career progression. She rated both of her mentors with a 10, and felt that
because of them she was very successful. She relays she had peers who had a more
“traditional” method of mentoring, and it was very successful for them, but she was
resistant to it because of trust issues. According to her peer support once she got to
Lieutenant Colonel “people’s looks” played a big part and often created barriers
in one’s success. When asked to clarify what she meant by “people’s looks” She indicates she
was talking about one’s race.
In terms of challenges, she provided as an example that often if there were five
African American Lieutenant Colonels trying for a position, once one was chosen “to be
the star” (promoted to the rank of general) the others were left on their own merits
because the military had met its quota. She also said that one’s gender was indicative to
how you were treated. Often male officers tended to shy away because of the possible
appearance of a personal or an inappropriate relationship. She further added that most
people in the military are too busy trying to focus on their own career and positioning
themselves to make the next rank that they rarely have time to help someone else or
be a mentor.
When asked the difference between a coach and a mentor, Dominic gave the
example of a coach and a basketball team to distinguish the differences. According to
her, a mentor would take a specific person aside and discuss goals and aspirations.
She felt that the army should offer mentors to women. However, she didn’t think it
would have been helpful for her. Dominic says mentoring is totally built on trust, which is
something that one must earn, and she didn’t have that kind of time.
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Leslie
Telephone Interview: Thursday, August 24, 2017, 7:15 pm
Age: 53 years old
Lieutenant Colonel, intends to retire in March 2018, Active Duty

Leslie says she initially wanted to be a nuclear physicist, but to achieve that status
you had to go to class and stay awake. She indicates she dropped out of school and enlisted in
the army in 1983, following in her father’s footsteps. She enlisted as a private (E-1), and had an
African American female, Specialist 5 as a mentor. She describes her as being “sharp and knew
her business.” Her mentor told her that she was not “non-commissioned officer material.” She
says after she got over some hurt feelings, her mentor convinced her to get out of the army after
her first tour, go back to school, and become an officer. She attended Alabama AMA, joined
ROTC, graduated, and became a Second Lieutenant.
Leslie indicates she had a series of mentors and she remains close with her first
mentor, who is noted above to this day. She advises that early on in her career she had a bias
and preferred female mentors over White males because she didn’t feel they could tell her
anything, nor were they able to identify with her as a woman. After she got over her biases,
she states she had some high-profile mentors such as a Major General and a Brigadier
General. The Major General convinced her that he didn’t have to be African American
or a woman to be her mentor. She describes him as a person who knows how to do
business and “schmooze,” and was a behind-the-scenes type of guy. The Brigadier
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General was her commander and he worked for the Department of Energy, was very
intelligent, and he had what she wanted, his knowledge. She describes him as a
technical guy.
Leslie states she sought out half of her mentors and the other half sought her out. She
says regarding African American female mentors, she would wait and observe to see if they
had what she needed. She told me about an African American, female, captain who was a
signal officer that she observed in Montgomery. She described her as being sharp, and she
had a command presence when she walked into the room, which is something that she wanted
to emulate.
She and her mentors had common goals; however, when she was younger she didn’t
really want someone to help her understand where she should be going. Later in her career,
when she became concerned about financial security, she was willing to listen to those whom
she thought could help her obtain her ambitions. Leslie had dreams of becoming a General
Officer. She says she now looks at the mind, body, spirit, and career and feels God has
something else in mind for her to do.
She unquestionably felt that her mentors caused her to network, and strongly
suggested that she join various organizations that could aid her in her future endeavors. She
states initially she thought it was okay just to join these organizations, but later realized that
you must do the work to get something out of it.
She defines mentoring as someone like her first mentor, who let her know she was
going down the wrong path and told her what was best for her. She further states that a
mentor is someone who takes care of people, guides, and advises them. Leslie considers
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a mentor to be a “comprehensive person.” She continued by saying it wasn’t because
they lacked knowledge, but because they didn’t have or make the time to be a good mentor. She
further explains if you are going to be a mentor you must be able to be consistent about setting
aside the time. Overall, she says that she had good mentors and senior leaders. As she got older
she was given recommendations for mentors in her occupational specialty because of their
expertise in her area. She would determine if they were effective by deciding “if there was more
meat on the bone.” When asked what she meant by that, she said she would need to get
to know them, their personality, and find out if it jived with hers. She says if there was a
problem, and things didn’t work out the way they had suggested, she would go back to her
mentor and do analysis.
Leslie advises she receives a lot of calls requesting that she be a mentor,
particularly after she shared she planned to retire in March. The military academy where
she now works wanted her to stay to help mold young officers, specifically African
American females. She says that they do not have anyone to look to get a female
perspective.
She describes coaching as laying out goals for the most part and providing a
course of action. She states that it is like mentoring in that you are taking one’s goals
and helping them to go forward. Leslie states she deals with many students and the first
thing she asks Lieutenants is if they have mentors. She indicates that most say no, and
about 75% of the Captains have one, but do not feel that they are being mentored well. Leslie
states that the army falls short when it comes to mentoring. She reports that they do a great
job of campaigning about mentoring, but there is no follow-up. She says mentoring is hard
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work and can be overwhelming. She further states that in the army it is hard to stay on course
with an appropriate mentorship experience.

Robin
Telephone Interview: 9/1/17, 6:00 pm
Age: 49 yrs.
Rank: Lieutenant Colonel, AGR Tour

Robin joined the army to prove a point to her cousin’s husband, who was a recruiter
and said that she couldn’t do it. He enlisted her into the army at age 17 years. She thinks
he did it to make his quota. In 1985 Robin joined ROTC while attending Jackson State
University, majoring in Business Marketing and Human Resources.
She defines mentoring as giving, helping to make someone’s path easier, guiding
them throughout their career, and they are setting the example. According to Robin, seeing
other African American officers who have obtained rank and status encourages her to
succeed. Her mentors consist of her Commander, who is an African American male, 2-Star
General and her Deputy Commander, who is an African American female, 1- Star General.
Robin states her first mentor was an African American female who was a Warrant
Officer. A Warrant Officer is a highly specialized expert and trainer in his or her technical
field. Robin states that her mentor taught her all about the military, and if it hadn’t been for
her she probably would have gotten out of the army some time ago. Her mentor encouraged
her to go back to school and join ROTC. Robin further advises that she has had mentors of
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various races and genders, and she believed that White males added value, but she would not
call them mentors.
She indicates her mentoring experience was both formal and informal, and specified
that with her male mentor it was formal, most likely because he was a General Officer.
She further advises she wanted to make sure that everything was on the “up and up,” and
they remained professional. Robin indicates she was more relaxed around her female
mentor. She reports she sought out her male mentor because she worked directly for him,
and her female mentor sought her out. She states the female mentor made a joke of it
because Robin would run when she would see her coming. She says she did not work
directly for her and describes her as being hyper. She also relays that she could see
something in her that she didn’t see in herself, and would always push her to do and try
different things which were not always comfortable for her.
Robin felt that both of her mentors were very effective and helpful in assisting her
with overcoming challenges and most beneficial to her career. They made it possible for
her deploy to Kuwait for one year to make sure she was well rounded, and could compete
when it was time for promotion. They pushed her, and would not allow her to become
stagnant. They encouraged her and made sure she took the hard assignments. Despite
her fight against her present duty station, they pushed her and made it possible. The
female mentor was responsible for direct assignments and had a great deal of clout.
Robin indicates that her mentors’ goals are slightly different than what she wanted for
herself, and at times she feels as though she is their child. Her mentors feel they know
what is best for her and her career. Robin says she was thinking about retiring, but they
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keep encouraging her to stay put. The female mentor wants more for her than she does.
She wants her to attend War College so that she can compete and be considered for
Colonel. During the interview process this researcher also encouraged her to attend just
in case she changes her mind about retiring. Told her that it will give her an edge in
terms of promotion to her next rank. She expressed that she was scared about enrolling
because she feels that most of those attending will be White, male, combat-arms, and
operation officers, and she will once again have to prove herself. Robin feels the
commonalities amongst her and her mentors is they all want to be successful. Her
mentors had an impact on where her next duty station will be, and they have put her
in situations with networking opportunities. She indicates she has met people that she
would not normally meet due to her rank and the army’s fraternization policy. She
conveys they have opened doors for her in both the military and civilian sectors.
Robin states she determines if a mentor is a good fit by the comfortability and the
respect that she has for them. She also considers their effectiveness, conversation,
knowledge, and if she is willing to do what they have guided her toward. She states that
typically, a mentor will be of a higher rank, and she will have to trust their opinions, desires,
and goals that they have set for her. She rates both of her current mentors as a 9. She
indicates that she has heard her peers talk about their mentors, but not to the same degree.
When asked to explain, she says that it appeared that their mentors were going through
the motions because they had to, not because they cared about the individual’s career
progression.
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Robin advises that the army does not put the necessary effort into mentorship. A
couple of years ago, they tried to formalize a mentoring program, but they didn’t do a
good job of it, and it fell by the wayside. She reiterated her opinion that the army doesn’t
do a good enough job of taking care of its leaders, particularly when it comes to African
Americans. She provided the example that she initially didn’t know how to apply for ILE
(Intermediate Level Education) and at the time she didn’t have anyone to consult about it
other than finding someone who had previously attended, whereas if she had a mentor
during that time, she would have been aware as to when to apply and how.

Stanlea
Telephone Interview, 9/10/17, 6:10 pm
Age: 50
Lieutenant Colonel, Currently in the Inactive Reserves with a Mandatory Removal Date of
12/31/18

Stanlea joined ROTC in approximately 1988 while attending the University of
Illinois. She was commissioned in 1990, and joined the Illinois Army National Guard,
where she served as a military police person from 1990 until 1995. She later switched to
the army reserves and is presently serving in the inactive ready reserves (IRR). Those
who serve in the inactive ready reserve receive no monthly monetary amount, they don’t
attend monthly drills, and they do not have to conduct annual training unless activated.
However, to maintain one’s rank they must take military correspondence courses, and/or
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attend some type of military exercise annually, meet quarterly to ensure one meets height
and weight standards and can pass the army’s physical fitness training test.
Stanlea defines mentoring as providing inspiration, knowledge, pioneering
information, and passing it on to someone less experienced. She says that a mentor
usually holds a higher position/rank, is more experienced, and is amenable to sharing
their expertise.
Stanlea indicates that most of her mentoring experiences, both in the military
and in her civilian occupation where she is a police officer, have been informal. When
asked what she meant by informal mentoring, she said it is when one observes or learns
from another, and there is no dialogue or conversation about mentoring. She describes
people as being “dog-eat-dog,” and because they were trying to climb to the top
themselves they rarely had time for others. She states she didn’t have a mentor in the
traditional sense. She observed and watched those she wanted to emulate. She felt she
pretty much had to “wing it” and was on her on, and she found it to be very difficult.
She didn’t have a preference about gender or race regarding mentoring. She
wanted someone who was compassionate, patient, firm, yet qualified. She reports that
her experience had been that people tended to tear you down rather than build you up.
They would often listen to what others thought about you instead of finding out on their
own. She shared that she thought most of the African American females that she had
encountered in male-dominated fields had similar experiences. She states that women
get away with so much less, and she was told on many occasions that she was too
authoritative, and for her to deal it back. Stanlea relays that she found it difficult to find a
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happy medium. She observes that her White, female counterparts were placed in “cushy” office
jobs, while she is put in the field, where she was not accepted by her male partner
as an equal. She advises that some of her “so-called” mentors had a great deal of influence,
and they were somehow able to move past their barriers, but she always had to struggle.
Stanlea states she determines if a mentor is a good fit by measuring their
effectiveness, respectability, optimizing, and compliance. She says she would also
decide if they have biases, if could they separate themselves from the opinions of
others, and form their own beliefs by getting to know the person. She reports that the
last trait is a deal breaker for her.
Regarding networking opportunities, she didn’t remember receiving or being
referred for any. She shares how there were five officers in her unit, and four of the five
officers were given awards, and she was the one exception. She felt that she did just as
much work as the others, if not more. This researcher asked if she talked with her
leadership about the incident. She states she had, and he told her that he would make
sure that she would receive an award before her tour ended, but it never happened. She
further advised that a command climate survey was conducted shortly thereafter, and she
expressed her concerns. When she returned to her unit, she says it was if they were bending
over backwards to accommodate her. They gave her an award, but she says it didn’t mean
anything to her because she was not mobilized with her unit.
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Stanlea thought it would be helpful if the army had a mentoring program for
women. She believes it would be inspirational and would aid them in maneuvering
through the glass ceiling. She didn’t think that it would matter what the race or gender of
the mentor was. She says she can vaguely recall someone ever saying that they had a
mentor. According to Stanlea, the women that she was in contact with pretty much said
the same thing that she had: “they winged it.” She ended by saying that if someone had
helped her along the way her career progression may have been different.

Mitzi
Interviewed telephonically: 9/12/17, 5:30 pm
Age: 52
Retired Reserve Sergeant Major, 6/2014

Mitzi joined the army reserves in 1986 to help her get through college, and to earn
money. She states that an army recruiter came on campus for career day and enlisted her. She
reports that her first military contract was for six years, and she enjoyed it so much she reenlisted. She shares that she liked what it did for her personally, but more importantly, she
enjoyed what she was doing for others. She says the army opened some new windows, and she
found it to be interesting, and exciting.
She states mentoring is more than teaching. It makes you feel that what you are
doing matters. It went beyond teaching in that someone is encouraging you to grow,
through your failures and through your successes.
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Mitzi enlisted as a Private First Class (E-3), which she thought was really
something until she got there and found out about all the other ranks. She reports being
lucky to get an awesome mentor in her first unit. Her mentor was initially assigned as her
sponsor, but she went way beyond what was expected of a sponsor. Mitzi was new to the
unit, and was still attending college at the time. She got an experienced leader, and advisor
right off the bat with whom she made the connection with her immediately. She was an
African American female who was also her Platoon Sergeant. Her mentor provided her
with assignments that aided her growth, and strengthened her ability to learn the army’s way
of doing things. She didn’t feel that she sought her mentor out, but the situation presented
itself because she needed to spend time with her because she was new to the unit, and
she had to get her up to speed. They continue to be in contact and her mentor is now 80
years old. Mitzi indicates they had a very good working relationship, and she absolutely
helped her advance. She took an interest in her responsibilities, and took the time to paint
the painter. She taught her how she fit into the big picture, and caused her to have pride in
herself and what she was doing. Mitzi says that her mentor most definitely led her to
other opportunities. She relays administrative review teams only took the “best” to go to other
units to evaluate their records. Her mentor made it possible for her to be on the team. As a
result, others noticed her hard work, dedication, proficiency and began to specifically request
her by name. This led to other opportunities, in which she excelled, and eceived awards and
promotions.
She couldn’t definitively say if it would have been different or mattered if she had a
male mentor. She would like to believe that the situation would not have been any different;
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at least, she hopes that it would not have been. Her mentor helped her overcome challenges.
As noted by Mitzi, she was still attending college when she got in the unit. For approximately
6 years she would miss the unit’s two-week annual training because it would occur during her
finals. Missing annual training was almost unheard of, but her mentor would go to the
leadership, and request alternate home station annual training or mission support taskings to
assist her in overcoming her barriers. Her mentor had a great deal of influence as a platoon
sergeant with the senior leaders and was well respected. Mitzi describes her mentoring
experience as both formal and informal. Given her mentor’s rank, and her position, she ensured
that she respected her, particularly in the presence of others. When they were alone together,
she says it was more informal because she could talk frankly, openly, and didn’t have to refer to
to her by her rank. Her mentor made her feel comfortable.
Mitzi says she could determine if a mentor was a good fit by her initial first impression,
and the connection. She would consider if they were able to connect as a leader, their
trustworthiness, and if they were an experienced advisor. Further, she would want to know if
they displayed genuine care and concern. Did they listen to what you were saying, and were
they able to establish a rapport? As noted throughout the interview, Mitzi absolutely
considered her mentor to exhibit all these traits. She rated her mentor as a 10. She states
that toward the end of her career she didn’t hear about other soldiers having a mentor, but did
earlier on in her career. She states that the army no longer shows care or concern about
soldiers as they once did regarding basic sponsorship; even though there is an entire
regulation dedicated to sponsorship, it’s not utilized. Mitzi feels that if a leader had not been
mentored it wasn’t valued and the op tempo of missions and training took precedence over
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mentoring. However, she does think that the army should somehow regulate mentoring to
ensure that it happens for all soldiers if it is needed.

Pam
Interviewed: Tuesday, 9/20/2017, 9:30 am
Age: 51 years old
Active Duty Command Sergeant Major, Retired 10/1/2012

Pam joined the army because her parents had separated during her senior year of
high school, and it was a very emotional time for her. Her mother was struggling, and she
was told she was going to have to go to school or get a job. Pam didn’t want to work in the
fast food industry. She had ROTC in high school, and she knew about the military. Pam
initially wanted to join the air force and become a medic. Although she was told she would have
to wait one and a half years, she enlisted in the army almost instantly. She states she did well in
training, but never thought she would make a career out of it.
Pam enlisted in 1984 in Texas, in the medical field. She was a combat medic for 2
years, and later became a Supervisory Medic (equivalent to a paramedic). She secured the
rank of Sergeant during her first 5 years. She reports she married an army man, went to
Germany, and in 1990 she went to Desert Shield/Storm to run an emergency room. When she
returned to Germany, she was a Sergeant First Class. It was during this time that she became a
member of the Sergeant Morales Club. The Sergeant Morales Club is an elite organization that
was established in 1973 to promote the highest ideals of integrity, professionalism, and
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leadership for enlisted forces serving in Europe. Pam competed against 700 soldiers, and was
one of approximately 70 soldiers that were inducted in 1992. She considers this to be a very big
accomplishment for a woman because you were competing against male infantry soldiers, and at
the time women were not allowed in the infantry. Pam indicates that she had an African
American, female, First Sergeant, who later became a Command Sergeant Major, as a mentor.
She states that she considers her to be her mentor to this day, and she was her mentor throughout
her army career. She relays that her mentor pinned her when she became Command Sergeant
Major. She advises that her mentor groomed, trained, and recommended her for this position.
In 1992 she went to her duty station in Tacoma, Washington as a Sergeant. She states
she was asked by the Troop Command Sergeant Major something unheard of: “What would you
like to do?” However, due to her winning the Sergeant Morales award he felt it was warranted.
She informed him that she wanted to go into training the field. The Sergeant Major told her he
would give her six months to revamp the medical department, and if she was successful she
could have the training department. She explains that medics don’t always fit in with the
“normal” way the military does things, and they were often shown leniency because they were
doctors and nurses. However, the Troop Command Sergeant Major wanted to get them on board
with the rest of the army. Pam became a Master Fitness Trainer for the hospital and developed a
training fitness team. She got the hospital back on the path of training and physical fitness in
accordance with army standards.
Pam had two children and when they were 3 years and 4 months old she decided
it was time to leave the army and go into the National Guard. In approximately 1996 she joined
a Military Police unit for one year, which she totally hated because they had no medical
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assistance positions. She trained to become military police and once the Sergeant Major saw her
record she was asked to compete for the Noncommissioned Officer of the Year award in the
District of Colombia. She competed in 1998 and won. During her competition she was still
expected to keep up with her military obligations and missed annual training. She was provided
alternate training which consisted of providing leadership to youth (13-15 years of age) for two
weeks during summer camp.
She states she must have done something good because a Major asked her what it would
take to have her come back to active duty. By this time, she was divorced with two children.
She informed the Major if she could guarantee her that she would remain in Washington ninety
percent of the time unless she was deployed she would return, and she did. From 1999 until
2008 she was with the Drug Command Reduction Program that was geared toward children using
substances and teaching them a better way of life. The D.C. National Guard worked with the
children two weeks in the summer and once a month on their drill weekends. Pam eventually
took over the program which is typically held by Major or a Lieutenant and she was a Master
Sergeant at the time.
In 2004 she was deployed to Iraq and Afghanistan. In 2008 she became an instructor at
the academy, and in 2009 became a Command Sergeant Major of the Military Police Battalion.
In 2012 she retired when her son was a senior in high school, and she reports remarrying.
Pam says mentoring is everything. She further explains as people evolve they are
constantly learning and being taught by someone. She advises she has had too many
mentors during her career in the army, mainly African American females. However, the
female that made the greatest impact was an African American, Sergeant Major. She
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molded her career and allowed her to remain true. According to Pam, “She taught, guided,
and left something behind without saying it.”
Pam didn’t feel that if her mentor had been a male it would have had the same outcome.
She didn’t think they would have guided her down the same path, nor would they have made her
work the way her female mentor did. She shares her mentoring experience was a combination of
formal and informal. She relays the first ten years of the mentoring relationship was strictly
formal. As time passed, and as she progressed in rank, it became less formal and more informal.
She further indicates that in the end her mentor became more of an advisor, someone that she
would reach out to.
She determines if a mentor is a good fit when they can “read you,” and they are
able to spell out objectives and make a lasting impression. Pam labeled her mentor as
phenomenal, transforming, and she helped her to transition to the civilian world.
Initially she states that she did not think that the army did a good job with
mentoring. However, she states that according to her son, who is presently on active duty,
he indicates he gets a lot of support personally and on the job. She further shares that she would
probably consider her fifth-grade male teacher as a mentor. She states that when she was his
student she had no idea he was in the army. Their paths met again while she was in the army.
He retired in 2010 as a Staff Sergeant.
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Cathy
Interviewed telephonically: Thurs, 9/21/17, 7:16 pm
Age: 48 years
Major, AGR - Mandatory Removal Date: 2029, Intends to retire Oct 20 but may do 5 more yrs.
to receive seventy-five percent of her pay

Cathy relays she joined the army because her parents were going through a pretty ugly
divorce. Her mom completed the 9th grade and her dad graduated from high school. However, he
managed to remain gainfully employed. Given it was just her and her brother, he dropped out of
college to secure employment and she went into the army.
Cathy entered the army in 1991, as a Private First Class, and stayed in the reserves for six
years. She relays she was fresh out of basic and advanced individual training when she went to
Saudi Arabia and Desert Storm as an individual augmentee. She indicates she didn’t know
anyone and was the last person from her unit to deploy. She expected someone to be looking for
her when she arrived, but that didn’t happen. During this time, she did not have a mentor and
she filed a sexual harassment suit against a Master Sergeant. She indicates she was lost and
didn’t know where to go and it would have been helpful to have a mentor. When she did meet
up with her unit they were leaving to return home and she told them that she was returning as
well. She says there was no camaraderie (she appeared to be still angry when she was sharing
the story). She shares that you can’t count on anyone but yourself!
Cathy explains that mentoring usually involves a senior or more experienced person
providing advice and training to a less experienced or younger individual. They pass on some
guidance or things that they have learned along the way such as things that have been successful
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for them. It can also be a mutual relationship when the functions of the mentor and mentee can
be interchanged.
The person she considers to be a mentor she describes as an older White male who was a
Chief Warrant Officer. He told her to get her direct commission and enter the AGR program.
She relays that she worked for the Warrant Officer for four years. He also had her to reclass to
supply to make herself more valuable. He helped her to fill out her AGR packet, and she became
a full-time specialist in 1997. She reports turning down several assignments due to them being
located overseas.
In 1995, she was accepted into the AGR program in Texas. She advises she received no
guidance concerning moving forward and becoming an officer. She was later told that the AGR
program was no longer accepting applicants. She states she had to fight for two years before she
finally received a memorandum from the Command Sergeant Major and the Staff Sergeant
advising that her commission was submitted and her packet had been approved. After receiving
her direct commission, she was transferred to Ft. Belvoir, where she encountered some females
who had been told the same thing she had previously been told about AGR packets. They
complained, and Cathy’s orders were revoked, and she was labeled as a troublemaker. She says
a Colonel whom she didn’t know was willing to help and assisted in her in getting her
commission back.
Cathy reports that she also had a 2-Star General, African American, female as a mentor
who provided leadership and mentorship. She describes her as someone who is knowledgeable,
and if she sees someone is struggling, and needs direction she will provide it. She further states
that a mentor doesn’t necessarily have to be senior in rank. As an officer, she reports there were
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not a bunch of people who looked like her. Most of her mentors were chosen from people she
worked for, but if you were not considered part of the clique you could forget it.
She says the Officers Basic Course was very competitive, and she felt like she was out of
her element. She was junior to all the Lieutenants in her class due to her being enlisted, which
she remained until the first day of class. Cathy indicates it was her choice to remain enlisted
because she had been receiving active duty pay for six years, and she had to play catchup to her
other classmates.
She states that she picked a mentor who had a different military occupation from hers.
Cathy indicates she could learn from them because they were working in a different operational
capacity, and had a strategic mind set. The way she determined if a mentor was a good fit was
all in the approach. “If they didn’t have time for me, then bye.” She says that a mentor can give
you what you ask for, and not make you feel as though you are intruding on their time.
According to Cathy, a mentor is a more experienced individual who acts as an advisor and guide
to a less experienced individual. They are responsible for providing support and feedback.
Cathy prefers an African America female mentor depending on how they carry
themselves, their position, if they were nice, and educated. She wants someone who she can
trust, and can confide in. She found males to be stronger willed about business, and she would
need to let them know that she is not a combat-arms soldier. She is an Adjunct General
(administration) soldier. She continued by saying that mentors come in different forms and
fashions. Back in the day you only needed one mentor, and now you need multiple mentors.
As noted previously, Cathy believes in talking to people outside her branch, and says she
has stopped waiting for someone to approach her about being a mentor. She would ask
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individuals to be her mentor, if it is someone she could deal with, and they were compassionate.
Her other attributes for a mentor are their overall effectiveness, what they had achieved, had they
been deployed, do they work in the G-3 (operations shop), and do they possess the information
she needs.
Cathy didn’t feel the army did a good of job mentoring officers. She states what the army
said initially sounds good, but it doesn’t last long. She expresses that typically one should be
able to count on those you work with to offer support because they are in charge and usually
know the answers. She ended by saying, “If you don’t fit into my playbook I don’t need you.”

India
Interviewed: Telephonically on Thursday, 9/21/17, 5:31 pm
Age: 32 years old
Captain, AGR

India states she joined the army because she needed money for college. She states she
had no real plans about a career so she decided to enlist into the army. She graduated in 2011
from the University of South Carolina and received a direct commission. In 2012 she became
an AGR Chemical Officer.
According to India, an individual’s rank as a mentor or mentee should not matter, and
it should be about their experiences. She relays a mentor is someone admired, and has the
potential to lead. She went on to say that mentoring is a close relationship with someone who

169
169

wants to see you succeed. They push you harder than you would push yourself. India also
states her pastor talks a great deal about mentoring.
In 2012 when she entered the AGR program she was assigned a White, male mentor.
She relays they had a couple of conversations, but he never reached out to her. They talked a
little bit for about a week, and it was formal conversation. She states she worked for him
in the Operations shop. He had her personal data sheet and career path, and he didn’t seem to
care. She reports that the chemical corps is a very small entity and even smaller on the AGR side
of the house. India indicates she knew of him prior to entering the AGR program. She also
informs that she had two African American, female, Lieutenant Colonels that she considered to
be mentors. She would call to bounce things off them. She met one in 2011 and the other in
2012. She states that one mentor cared about people, she knew her job and always had an answer
for her or knew where to find the answer. The other mentor stood out, and she immediately
noticed her when she walked in a room. She describes her as raw, honest, trustworthy, she was a
cheerleader for her. India indicates that both mentors helped her to advance, but not necessarily
to a specific position. They helped her to apply, submit her AGR packet, and the latter mentor
ensured that she got a command slot. India felt that having a female mentor was different from
having a male mentor because a female could better understand her thoughts. She indicates that
her mentors were very aware what it feels like to be the only female in the room because they
both had experienced it. She didn’t believe a male mentor was able to understand or relate. She
further indicates that her one mentor has been assigned to her same
duty station. They continue to be in a mentoring relationship, and they also relate on a personal
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level. She states that she continues to associate with the latter mentor outside of the army, and
their relationship is informal. She shares that both of her mentors have a great deal of influence;
however, no networking opportunities have been presented, but she feels they would inform her
if they were aware of someone who was able to assist her in her journey.
India determines if a mentor is a good fit by their reputation, their presence when they
walk in the room, their ability to provide legal, ethical, sound advice, and if you can trust what
they say to you as well as others. You are also able to determine a mentor’s effectiveness by the
advice they give, and your personal interactions. She didn’t believe the army did a good job of
mentoring. She states what they say sounds good, and they tried to implement a mentoring
program, but it was a flop because there was no follow-up. India indicates during her Captain’s
Career Course one of the assignments was to mentor the lieutenants. They were paired by their
status (active duty, reserve, AGR), and duty location. They were supposed to meet and do an
event which never happened. She talked with the mentee’s commander to no avail. She advises
that a good mentor is someone you want to emulate and are not afraid to praise. If you are
ignorant in an area or lacking the skills to succeed one should never be afraid to ask or seek help.

Leslie 2
Interviewed: telephonically on Monday, 9/25/17, 5:45 pm
Age: 47 years will be 48 years in December (2017)
Captain, AGR had no idea when she intends to retire
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Leslie entered the reserves in 1991 and enlisted as an E-4, Specialist. After the
completion of her first contract she got out, married, and earned her bachelor’s and master’s
degrees. She returned to the army in 2007 because of Desert Storm. She states she had to get an
age waiver because she was 33 years old. She secured the rank of Sergeant and was promoted in
2009 to Staff Sergeant. In August 2010 she received her direct commission. She worked in
Human Resources, and in 2014 was selected for an AGR tour.
She reports that her first mentor was an African American, female, civilian. The civilian
was supposed to retire and Leslie was hired to take her place. The army wouldn’t allow the
civilian to retire because her paperwork was not properly documented. As a result, Leslie
worked under her tutelage from August 2010 until January 2013. She also relays that her older
sister (3 yrs. her senior) was also her mentor because she was already in the army, and she could
assist her in maneuvering “through the ropes.” Leslie states that her sister treated her as part of
the group, and in the end the hard work paid off because she was rewarded, and it got her
noticed.
Leslie states that mentoring is when you can talk to someone who is able to provide you
with words of wisdom. The mentor tends to look at the big picture and the ripple effect it will
have on the mentee as well as others. They will also look at a mentee’s situation and help them
to become more resourceful. They are an advocate for the mentee and for other soldiers, and
they usually know a lot more people.
Leslie indicates that she left her duty station to attend her Captain Career Course and
her replacement came five months early, which is not the norm. She was an African
American, female, First Lieutenant (1LT). Leslie states she attempted to mentor her while she
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was there, but she didn’t appear to be interested. However, while she was attending her career
course the 1LT sent her 3 or 4 text messages saying she was drowning. Initially, Leslie was
going to let her drown since she didn’t want to learn from her when she was there. Then she
later thought about it, and she realized she had an opportunity to mentor a young officer and
share her “S-1 tool box” with her, as the civilian had done for her in the past.
According to Leslie, when she was an E-4, Specialist, she was mentored by her Division
Command Sergeant Major. Her motto to this day is look for anyone who is willing to assist you.
Leslie says that she thinks it is different when you have a male mentor because their experiences
are so dissimilar. However, she felt that it was nice to have a mixture of both genders. She
reports that her problem was trying to find a female that still looks feminine. Leslie states that a
lot of females in the army start to look “butchy” as they progress in rank. She did relay she had
one female general who continued to look like a female as a mentor. She states it was nice to
have an African American female to talk to and gain knowledge from.
Leslie informs that what she looks for in a mentor is one who is knowledgeable, willing
to share information, motivational, and gives one hundred and ten percent. Her perception is if
she works for you, and you look good she is going to look good and be successful. She prefers
someone kind-natured when they are teaching you. She reports having a lot of challenges
because she is not confrontational, but her sister is the opposite. Leslie considers herself to be
more of a research person. If there is a conflict, she will research the issue and find the
documentation to back her up. She is very proud that in nineteen years she has never had to file
a congressional complaint even though there were times she should have. She says she has
learned to be resourceful.
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Leslie states her sister is going to retire soon, but she has built her own group of
individuals that she can bounce stuff off, talk to, and who will guide her. She indicates that all
her mentoring relationships have been informal. Leslie advises that her career manager had her
do a five-year plan setting her goals. Her case manager had access to all her Officer Evaluation
Reports (OERs), and she also wanted her to provide her with a backup plan if things didn’t work
out the way she had planned. She rated her civilian mentor with a ten and her sister with a nine
because she was often too confrontational. She states she considers herself blessed to have had
her first mentor when she was a young soldier. She finds herself using her phrases, and her
approach. Leslie doesn’t feel the army mentors. People are overworked, tired, they have
additional duties, and mentoring is too exhausting.

Sandra
Interviewed: In person on 9/26/17, at 2:11 pm
Age: 60 years old
Colonel, served 28 years but is not officially retired – in the inactive reserves

Sandra indicates she was never enlisted and joined the army as an officer with a five-year
commitment contract. She relays that in 1984 when she graduated she was encouraged to join
the army through the buddy program (enter with a friend).
Sandra reports being mentored off and on throughout her military career. Her first
mentor was her Chief Nurse. At the time Sandra was a First Lieutenant and the Chief Nurse was
an African American, female, Colonel. She says they are still in touch to this day.
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She defines a mentor as a person who takes special interest in you, and as you progress
they monitor you and shape what you should be looking for to enhance your status within the
organization. Sandra relays that her mentors happen to be her immediate supervisors. They both
encouraged new assignments, helped her with challenges, made sure she got the right ticket
punched, and were very knowledgeable. She states one worked for the Red Cross and was in the
army during the Vietnam era as a surgical nurse. The other was a product of Walter Reed
Hospital and was on active duty most of her military career. She met both of her mentors while
she was in the reserves. She further advises that they helped her to advance in her career, which
led to her being seen favorably in the line of progress.
Sandra indicates that nurses report to other nurses or the commander. She relays that her
commander was an African American, male, Colonel whom she also considered to be a mentor.
She says he was very helpful and describes him an extraordinary person. She advises that he was
a solo African American military officer whose branch (occupational skill set) was supply and
weaponry.
Sandra states she later transferred to a Civil Affairs unit where there were very few
women. In 1999, the unit was deployed to Bosnia where she served as the health officer. During
that time, she designed a reserve program to test ethnic cleansings of diseases. In 2014 she
became the Chief Nurse of the Education Program. She says she received advice from her
mentors which helped her overcome challenges and provided her with a “military model” of how
things should go. They had a great deal of influence and provided her with networking
opportunities.
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She states she determines if a mentor is a good fit based on their personality and goals.
Sandra says she leans toward a fingerpointed style, a soft-spoken individual who has significant
information to share, and the proper protocol. She adds that they must be knowledgeable,
diplomatic, knows the ins and outs, and who and what to advise. She rated her first mentor with
an eight for effectiveness and the remaining two with nines. She states that her female mentors
helped to prepare her to overcome challenges and the male mentor assisted with acclimating her
to the way the army does things.
She expresses that the military does not provide mentors or proclaim specialties, and they
don’t tend to want to share outside knowledge. It is her opinion that they prefer soldiers to go
through the hard knocks. She ended by saying that the army needs to have a professional way to
aid you in going to the hallmark of achievement.

Arthurine
Interviewed: 9/29/17, at 8:49 pm.
Age: 61 years
Lieutenant Colonel, Reserves - paperwork not finalized for retirement, she is an inactive.

Arthurine states that in 1988 she was indirectly recruited into the National Guard. She
indicates she went to a family day event in Indiana, and an army recruiter came over and talked
with her about joining. Once he found out she had a graduate degree he had an officer recruiter
later call her. She states that she decided to join because she was always interested in serving her
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country, and her family was very poor. She shared she wanted to give something back, and her
father also served in the army.
On July 13, 1988 she received her direct commission in the postal service branch because
she was employed full-time by the U.S. Post Office. She was 33 years old when she became a
Second Lieutenant. She indicates she was in the National Guard for six years prior to going to
her Officer’s Basic Course. She further advises that she was activated during Desert Storm and
became the Commander in Michigan City.
Arthurine indicates that she often felt that she was looked down upon by the White male
officers and they were reluctant to mentor her. She later reclassified (changed her occupation
code) to civil affairs. She states that the unit was top heavy with senior ranks, and it consisted of
mostly White males. Her mentor encouraged her to reclass because she knew everything about
the postal service and thought she should learn something new. She switched to the reserves,
moved to a unit in Indiana, and later deployed to Iraq. There she met a civilian, Asian, female
who befriended her and became her mentor. She later found out that her mentor was a General
in the Judge Advocate General Corps and an attorney to the Secretary of the State. Arthurine
describes her as intelligent, witty, knowledgeable, and compassionate. She reports that they
eventually became friends. Arthurine indicates she was responsible for handling legal issues
even though she was not an attorney, but she represented the army in these matters. That’s what
she liked the most about her mentor: she treated her like an equal. She would also push, engage,
inspire and motivate her.
She defines a mentor to be someone for whom you have the utmost respect for their
ethics and intelligence; they’re above reproach, compassionate, and they always do the right
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thing, take you under their wing, and teach you from their experiences. She states she didn’t find
out the about her mentor’s background until she returned home from Iraq. She relays that her
mentor set the standard which caused her to up her own bar. Her mentor’s husband replaced her
in Iraq once she returned home. She advises that they could establish the same close-knit bond
with him as she had with his wife because she had shared all their experiences, and he felt like he
knew her before they ever met.
Arthurine indicates as an African American female in Iraq she experienced a lot of
challenges. She was attached to a unit that she describes as anti-Black and the commander
appeared to be intimidated by her. According to Arthurine, she emulated her mentor after she
saw how she handled things. She admired her, and they had common interest goals. Arthurine
relays she had very little experience, and it was very difficult for her, but her mentor helped to
ease the pressure. Their relationship was formal, and she highly respected their friendship and
sisterhood, because in Iraq they only had each other. She indicates that she always referred to
her by her rank, and surname.
According to Arthurine, the army does not do a good job mentoring soldiers, especially
women of color. She further advises that because it is a mostly White, male-dominated
environment, women basically had to fend for themselves. Consequently, this caused her to set
her standards higher to prove she is qualified to be a leader.

APPENDIX D
PARTICIPANT DEMOGRAPHICS
Table 1
Participant Demographics
Name

Age

Rank

Status

Prior Enlisted

ROTC

Job

Chana

46

Major

AGR
Active

Yes

Yes

Medical

Caroline

64

Lieutenant Colonel

Active Duty
/Reserves
Retired

Yes

Yes

Adjutant
General

Jackie

53

Sergeant
Major

Reserves
Retired

Dominic

56

Colonel

Active Duty
Retired

No

Yes

Transportation

Leslie

53

Lieutenant
Colonel

Active Duty

Yes

Yes

Chemical

Robin

49

Lieutenant
Colonel

AGR (Active)

Yes

Yes

Adjutant

Stanlea

50

Lieutenant
Colonel

Inactive Reserves

No

Yes

Military Police

Mitizi

52

Sergeant Major

Reserves Retired

Administration

Pam

51

Command Sergeant
Major

Active Duty
Retired

Medical/
Military Police

Cathy

48

Major

AGR (Active)

No

Yes

Adjutant

India

32

Captain

AGR (Active)

Yes

Yes

Chemical

Leslie 2

47

Captain

AGR (Active)

No

Yes

Adjutant

Sandra

60

Colonel

Reserves
Retired

No

No

Medical/
Civil Affairs

Arthurine

61

Lieutenant Colonel

Reserves
Retired

No

No

Postal/ Civil Affairs

Administration

APPENDIX E
DEMOGRAPHIC CHARTS

Reasons for Joining the Military
Percentage of responders reasonings for joining
the army

50%

43%

45%
40%
35%

Drop Out
Patriotism

30%

21%

21%

Education

25%

Competitive

20%
15%

Financial

7%

7%

10%
5%
0%

Figure 1. Reasons for joining the military.

7%

Buddy Program
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Definition of a Mentor
Percentage of responders agreeing with definition

70.00%

64.29%

60.00%
50.00%

42.86%

Role Model
Leadership

40.00%

28.57%
30.00%
20.00%
10.00%
0.00%

Figure 2. Definition of a mentor.

14.29% 29% 28.57%

Motivator
Vested Interest
Relationship
Individual Coaching
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Thoughts on Mentoring
Percentage of responders thoughts on mentoring

40%

36%

35%
30%
25%
20%

14%

Attributes

14%

Cultural
Social Relationship

15%
10%
5%
0%

Figure 3. Thoughts on mentoring.
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Traits of an Ideal Mentor
120%

Percentage of responders affirming trait as
desirable

100%

93%

100%

79%

Diverse
Commonality

80%

Honesty

50%

60%

36%

43%

Accessible
Overseer
Advocate

40%

20%

Expertise

14%

7%

0%

Figure 4. Traits of an ideal mentor.

Successful
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Opinions of White Male Officers
Percentage of responders possessing the opinion

60%

50%
50%

Bias

40%

Political

29%
30%

21%

21%

21%

Influential
Disregard
Emulate

20%

14%

10%

0%

Figure 5. Opinions of White male officers.

Different
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Barriers
Percentage of responders beliefs about
barriers

35%
29%

30%
25%

Independent
14%

14%

Gender
Ascension

15%

Race
10%
5%
0%

Figure 6. Barriers.

7%
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Percentage of responders feelings on
army's mentoring

Army's Way of Mentoring
71%

80%
70%
60%
50%

Network

40%

Silo

30%

18%

13%

Inadequate

20%
10%
0%

Figure 7. Army’s way of mentoring.
Further explanation of these last two figures may be necessary about word choice:
Independence – often had to “fend for themselves,” Ascension – quotas/glass ceiling, and Silo –
there’s only one way and that’s the army’s way.

APPENDIX F
CONCEPT MAP

The concept map in Figure 8 shows a graphic illustration designed to exhibit the
components of mentoring. Items on the map represent the major themes and categories that were
revealed during the participants’ interviews. O’Leary (2010) states that concept maps allow one
the freedom to think laterally as well as linearly. The ability to use free association encourages
the mind to jump from one idea to another, which enhances the creative process.
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MENTORING

CAREER
PROGRESSION

SUPPORT

SUCCESS

TEACH Critical
Qualities

Reflection

Lead by Example

Goals
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footsteps

Career Learning

Motivate

Vision – Overcome
Barriers Self-

Commonality

Efficacy
Inner Power

Staying on
Course
Regardless
of Journey

Advice
Accountability

Figure 8. Concept map.
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